International Journal of Scientific Research and Modern Technology (IJSRMT)
Volume 4, Issue 10, 2025
DOI: https://doi.org/10.38124/ijsrmt.v4i10.1314

ijsrmt.com

Emotional Intelligence in Operations
Leadership: How EI Drives Personal Growth,
Operational Excellence and Team Performance

Tosin Samson Oladipupo?; Ebrima Bayo?; Peter Alawiye. O.3

!Belk College of Business, University of North Carolina, Charlotte, North Carolina. U.S
2PhD Belk College of Business, University of North Carolina, Charlotte, North Carolina. U.S
SMBA in Human Resources and Supply Chain Management New Mexico Highlands University

Publication Date: 2025/10/30

Abstract

This study examines the critical role of emotional intelligence (EI) in operations leadership and its impact on personal growth,
operational excellence, and team performance. Through a comprehensive literature review and analysis of contemporary
research, this article explores how emotional intelligence competencies self-awareness, self-regulation, social awareness, and
relationship management contribute to leadership effectiveness in operational contexts. The research synthesizes findings
from 35 peer-reviewed sources published between 2017 and 2025, revealing that leaders with high emotional intelligence
significantly enhance team performance, improve operational efficiency, and foster organizational resilience. The study
identifies five key dimensions through which El influences operational outcomes: decision-making quality, conflict resolution
effectiveness, employee engagement, change management capability, and innovation facilitation. Results indicate a strong
positive correlation between leaders' emotional intelligence and both individual and organizational performance metrics. The
findings suggest that organizations investing in El development programs for operations leaders experience measurable
improvements in productivity (15-25%), employee retention (20-30%), and overall operational effectiveness. This research
contributes to the growing body of knowledge linking soft skills to hard business outcomes and provides practical frameworks
for integrating El development into leadership training programs. The study concludes with recommendations for future
research directions, including longitudinal studies examining EI development trajectories and cross-cultural investigations of
El's impact in diverse operational settings.

Keywords: Emotional Intelligence, Operations Leadership, Team Performance, Operational Excellence, Personal Growth,
Leadership Development, Organizational Effectiveness, Self-Awareness, Relationship Management.

l. INTRODUCTION form of the ability to monitor own and other people
feelings and emotions, discriminate between them and

In the fast-changing environment of the current
business practices, technical knowledge is not enough to
be a successful leader. Modern organizational issues are
complex, and such complexity requires leaders to be able
to balance the operational complexity, as well as human
aspects of organizational interactions (Goleman, 2017). El
has become an important capability that can be used to
differentiate between extraordinary operations leaders and
their competent roles, and is able to transform leadership
effectiveness in an operational setting (Mayer et al., 2020).

The concept of emotional intelligence that was
initially formulated by Salovey and Mayer (1990) in the

utilize such information to control the way one thinks and
acts has developed into a complex construct with
significant ramifications to organizational success.
Emotional intelligence is an essential mediating variable
among leadership practices and operational performance
in particular circumstances where coordination, efficiency,
and human resource optimization come into conflict, such
as operations leadership (Santa et al., 2023). Emotional
intelligence, the skill to identify, process, and regulate both
personal and team emotions, directly determines the level
of a good decision-making, team performance and overall
performance of the operations (Landry, 2019).
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Emotional intelligence is relevant in operations
leadership in three, interdependent fields, which include
personal growth, operational excellence, and team
performance. On an individual basis, emotionally
intelligent leaders bear increased levels of self-awareness,
resiliency and adaptability attributes necessary in
overcoming the demands that are inherent in operational
positions (Craft, 2024). Such leaders have a higher level of
stress management and they remain calm when faced with
challenging situations in their operations thereby
becoming role models to others in their organization
(Lteif, 2023). Operational excellence-wise, EI will offer
better resource allocation, better problem-solving
strategies, and better process optimization programs
(Smith-Daniels, 2024). High-emotional intelligence
leaders establish a atmosphere in which continuous
improvement is flourishing, and they develop cultures of
creativity and operational agility.

Studies are gradually showing that emotional
intelligence is not only a preferable quality but a necessity
of successful operations over time in sustainability
(Hodzic et al., 2018). Companies in all sectors of operation
record high enhancement in performances when
operations leaders enhance and execute emotional
intelligence competencies (Croteau, 2025). These changes
are represented in various aspects: increased scores of
employee engagement, lower turnover rates, better safety
records, higher quality outputs, and better customer
satisfaction rates (Joseph and Newman, 2019). The
operational leadership strategic argument of emotional
intelligence in business case has therefore changed to be
more theoretical than empirical with quantifiable returns
on investments being recorded in various operational
environments.

Even though there has been increased awareness on
the role of emotional intelligence, certain gaps have been
observed in the existing knowledge about how EI
specifically functions in the special operations leadership
environment. Although a substantial amount of research
has been conducted on the topic of emotional intelligence
in general leadership scenarios, operational environments
necessitate real-time decision-making, complexity of
processes, resource limitations, and performance stressors,
each of which presents unique conditions and conditions
that support focused research (Bratton et al., 2021). Also,
we will have to put a more thorough look at the
mechanisms through which emotional intelligence is
converted into concrete operational results, especially on
the mediation functions of the team dynamics,
organizational culture, and systemic processes.

This paper bridges these gaps by giving a detailed
overview of emotional intelligence in operations
leadership and summarizing existing studies and outlining
avenues through which EI can spur personal development,
operational performance, and team performance. This
study provides both theory and practice by combining
theoretical ideas and facts to develop an effective
leadership and practical advice to organizations aiming to
improve operational leadership. The following sections

provide a detailed literature review, methodology, results
of the research, and suggestions of the practice and further
research, which will be part of the ongoing discussion of
the leadership competencies of the 21 st -century
operational environment.

> Significance of the Study

This study is of high importance to various groups of
stakeholders in a modern organization, and it covers some
of the most important gaps in the academic literature as
well as in the practicability of emotional intelligence in
operation leadership. The study adds to the academic
debate by offering a systematic review of the multifaceted
influence of EI on operational situations, a topic that has
not been sufficiently given concentrated attention
regardless of the increased amount of general El literature
(Extremera et al., 2019). This paper suggests taking
specific operations leadership as one of the fields where
particular pressures such as the process optimization,
resource allocation, quality control, and group
coordination can be identified, and thus, the findings are
directly applicable to the settings where efficiency and
human performance merge (O'Boyle et al., 2020).

In terms of organization, this research study is
important because it can be used to inform leadership
development interventions and decisions related to talent
management. Organizations spend large amounts of their
resources to educate their operations leaders, and most
leadership development programs still focus on the
technical aspects of leadership training rather than the
emotional intelligence aspect (Mattingly & Kraiger,
2019). This paper has given a convincing case on the need
to re-balance these priorities by showing the actual returns
of El-based leadership development programs. Since
operations are often a substantial part of organizational
resources and have direct effects on bottom-line
performance, improving the emotional intelligence of
operations leaders is a high-leverage intervention point of
organizational change (Nauman et al., 2022).

The relevance of the study is also related to the actual
operations leaders as it provides them with self-assessment
and self-development frameworks. Shedding light on the
particular areas of the emotional intelligence competencies
that are the most effective in operational achievement, this
study will offer executives practical avenues through
which they may upgrade their skills (Siegling et al., 2020).
Recognizing the role of EI in personal development,
business performance, and teamwork makes leaders feel
confident to take purposeful decisions regarding their
developmental focus and business leadership strategies.
This is especially true in a time when the level of
operational complexity is going to continue growing, and
leaders will be expected to work through ambiguity, work
with diverse teams, and react to quick changes without
disruptions to operations (Zhao and Rashid, 2020).

This study can be of great use to human resources and
organizational development experts who intend to develop
selection, development and succession planning
frameworks. The study offers the guidelines of how to find
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high-potential operations leaders and recommends
competency models that can go beyond the traditional
technical qualification (C6té, 2017). With the creation of
links between emotional intelligence dimensions and
particular outcomes of operations, the study helps to create
more focused interventions and measure the effectiveness
of leadership more thoroughly. This is especially true
because organizations are becoming aware that technical
knowledge, although a critical skill, has never been
adequate to become a successful leader in an environment
that is challenging to operate in (Maamari and Majdalani,
2019).

The research is relevant to the overall operations
management as well, as it questions the old models that
place a lot of emphasis on systems, processes and
technology as opposed to people. This study promotes a
more encompassing viewpoint that acknowledges the
unbreakability of the technical and human aspects of
operational excellence by showing that emotional
intellectuality is one of the main factors that determine the
success of operations (Prentice et al., 2020). This view is
consistent with the new trends in the field of operations
management that focus on flexibility, innovation as well
as sustainability all of which rely heavily on good human
leadership and teamwork.

Additionally, the study also deals with the current
issues of workplace, such as employee engagement,
retention, and wellbeing concerns that have compounded
over the last few years and directly influence operational
performance. High emotional intelligence leaders are
known to establish psychological safety, trust, and mutual
respect in their work environments that are progressively
associated with individual wellbeing and organizational
performance (Miao et al., 2018). The research is important
to organizations because it examines the role of
emotionally intelligent operations leadership in achieving
these results and can be applied to organizations interested
in creating more resilient, adaptive, and human-centered
operational systems.

Lastly, the importance of this study is on educational
institutions that train the future operations leaders.
Traditionally, management education was characterized
by enormous emphasis on analytical and technical skills,
and insignificant concerns regarding the development of
emotional and social skills (Clarke, 2020). The study gives
empirical evidence on the need to incorporate
development of emotional intelligence into operations
management courses to equip graduates with all the
competencies needed to be a good leader in modern
operational environments. The results indicate that any
educational program that does not encompass the process
of developing emotional intelligence may not be sufficient
to gird students to the realities of operations leadership
where human dynamics tend to be as decisive as technical
skills.

> Problem Statement
Although there is growing importance given to the
role of emotional intelligence in leadership, there remain

great challenges to unraveling and maximizing its use in
the context of operations leadership. The challenge of
operations leaders lies in a paradox because on one hand,
they need to practice efficiency, productivity, and a focus
on process and processes to the utmost degree, on the other
hand, they need to negotiate a human aspect on the
workplace dynamics, team motivation, and organizational
culture (Prentice et al., 2019). Such a conflict between the
requirements of technical operation and the focus on
human-oriented leadership poses unique challenges that
have not been adequately discussed in the current
literature.

The knowledge gap in the first dimension of the
problem is based on the specifics of the role of emotional
intelligence in the operational setting. Although
considerable studies investigate El in the overall
leadership setting, operations leadership has several
distinguishing features such as operating under pressure,
making high-stakes quality and safety decisions, the need
to implement continuous improvement, and having direct
responsibility over quantifiable performance
consequences that may soften or increase the impact of El
(Nguyen et al., 2019). The existing evidence is determined
by the lack of specificity regarding the evidence of which
emotional intelligence competencies are the most crucial
in the operational context and the relationships between
these competencies and the structural and systemic aspects
that are inherent to operations management (Polychroniou,
2020).

A second important issue is the ongoing gap between
the awareness of the significance of emotional intelligence
and its systematic growth and implementation in working
practice of leadership. Most of the organizations recognize
the concept of El but have not managed to translate the
awareness to actual development programs, evaluation
models, and performance management platforms (Caruso
and Salovey, 2017). The consequence of this
implementation gap is operations leaders with possibly
high technical capacity but insufficient emotional
competencies required to realize team performance,
organizational change or environments conducive to
continuous improvement. Its effects are reflected in
multiple organizational problems: high turnover,
underperformance of teams, the unwillingness to
implement change efforts, and the inability to sufficiently
capitalize on the capabilities of improving operations
(Kotsou et al., 2019).

Measurement and evaluation issues are covered in
the third dimension of the problem statement. As
compared to technical operational measures like
throughput, defect rates, cycle times, and efficiency ratios,
the emotional intelligence measurement and operational
influences are less standard and more subjective (Boyatzis,
2018). The lack of this measurement causes challenges
with the ability to formulate definite cause-effect
relationships between EI competencies and operational
outcomes, which obstructs evidence-based decision-
making regarding the investments in leadership
development. The organizations have no ready
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frameworks, which would evaluate emotional intelligence
in operations leadership scenarios and the ways El
development programs can convert into better operational
performance (MacCann et al., 2020).

Moreover, the issue is spread to the training and
development system of operations leaders. The
conventional operations management education and
professional development programs have traditionally
focused on technical, analytical, and process-based
competencies, leaving emotional intelligence to the
background or not pursued (Ramchunder & Martins,
2018). This learning tradition yields the operations leaders
who might be great system designers and process
optimizationists, but who fail to understand interpersonal
aspects of leadership that influence diverse teams, conflict
resolution, effective communication in stressful
circumstances, and creation of psychological safety. The
ensuing leadership voids lead to poor performance, lack of
engagement in the employees, and operational
improvement opportunities (Siegling et al., 2020).

Another issue is related to the changing character of
operational work as such. The modern operations are
becoming more automated, artificial intelligence, and
advanced technologies that change human contribution in
the operational systems (Huang and Rust, 2018). The
uniquely human abilities such as emotional intelligence,
creative  problem-solving, adaptive thinking and
collaborative  relationship-building  become  more
important than ever since most of routine technical tasks
are automated. Nevertheless, there is a lack of knowledge
on how operations leaders can transform their emotional
intelligence abilities to succeed in such technology-
enhanced settings, which gives ambiguity on the future
priorities of leadership development (Duan et al., 2019).

Demographic and generational changes in the labor
force also add to the problem. The operations teams are
becoming more multigenerational and multicultural and
inhabited by individuals who have different expectations
concerning leadership, communication, and working
relationships (Hafeez et al., 2019). Leadership styles that
are effective in one demographic group might need to be
adjusted to fit in another group but little research has been
conducted on how leaders in operations can cultivate
emotional flexibility to be effective within the differences
between groups. The situation is especially acute in the
operations environment where the coordination of teams
and their performance produce a direct effect on the
organizational results (Nguyen et al., 2020).

Lastly, the problem statement will include the
organizational systems and cultures that facilitate or
prevent the emotionally intelligent operations leadership.
The competencies of emotional intelligence in individual
leaders interact with the organizational environments, such
as culture, structure, policies, and systems (Carnevale and
Hatak, 2020). Companies can unwillingly foster
conditions that weaken emotional intelligence by
overworking, lack of sufficient resources, conflicting
priorities, or cultures that perceive human aspects of work

as worthless. The main problem is that less critical, but less
studied, is the understanding of how the organizational
factors contribute to the relationship between operations
leaders and their emotional intelligence and the outcomes
(Shao et al., 2019).

All these intertwined issues act to hinder
organizational capability in order to realize to the fullest
the potential of emotional intelligence in their execution of
organizational excellence. These issues need broad-based
research not only to report on the significance of EI but
also explain the nature of particular processes, offer
realistic systems, and offer validated indications on how to
build and sustain emotionally intelligent leadership in
operations.

1. LITERATURE REVIEW

The body of literature regarding emotional
intelligence in operations leadership is based on several
theoretical traditions and streams of research, and it forms
a rich and rather somewhat fragmented body of
knowledge. This review summarizes the main findings
gained in five related areas, which include the foundational
theory of EI and models, EI in leadership situations, the
relationship of El to operational performance, team
dynamics and EIl, as well as, personal development
dimensions.

» Theory and Models of Foundational Emotional
Intelligence:

The theoretical background of emotional intelligence
is based on the revolutionary article by Salovey and Mayer
(1990) that describes El as the ability to identify,
comprehend, control, and use emotions productively. They
have a four-branch model, which detects perceiving
emotions, utilizing emotions in order to support thought,
cognizing feelings, and handling feelings as the main parts
(Mayer et al., 2020). The model is based on ability and
considers emotional intelligence to be a cognitive ability
that can be measured and developed, which is
differentiated by personality attributes or general
intelligence. Later studies have confirmed this framework
and added knowledge on the interaction and role of these
branches in different life outcomes (MacCann et al., 2020).

Other conceptualizations, especially the mixed-
model perspective created by Goleman (2017) combine
emotional competencies with personality traits and
motivational elements. According to Goleman, self-
awareness, self-management, social awareness and
relationship management are the key areas that can be
identified in this framework and each of them has specific
competencies in regards to the performance at the
workplace. The model has been especially popular in the
organizational setting, as it is highly applicable in practice
and does not focus on abstract skills but on behaviors
(Boyatzis, 2018). Comparative research on these models
indicates that the models describe overlapping and
different constructs, where ability models concentrate on
cognitive-emotional processing and mixed models
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concentrate on behavioral expressions of emotional
competence (Joseph and Newman, 2019).

Another possible model is the trait-based one
proposed by Bar-On (2018), in which emotional
intelligence is understood as a set of personality
dispositions and self-perceived skills. It is based on the
intrapersonal types (self-regard, emotional self-awareness,
assertiveness, independence, self-actualization),
interpersonal ones (empathy, social responsibility,
interpersonal relationships), adaptive ones (reality testing,
flexibility, problem-solving), stress management ones
(stress tolerance, impulse control), and overall mood ones
(optimism, happiness). Although the discussion still
persists on what conceptual approach best defines the
nature of EI, recent studies indicate that wvarious
viewpoints provide a complementary understanding of the
role of emotional functioning in human performance
(Petrides et al., 2018).

Recent theoretical interests have investigated the
neurobiological basis of emotional intelligence, which is
the identification of brain areas and neural pathways
related to emotional processing and regulating (Kotsou et
al., 2019). This neuroscientific view can deepen the
comprehension of the reasons why certain people can be
more emotionally intelligent and how EI abilities can be
boosted with help of specific interventions. The
neuroimaging research indicates that EI people exhibit
different patterns of activity in the parts of the prefrontal
cortex related to executive control and limbic system areas
related to emotional processing, which indicates that El is
an indication of an effective neural integration of cognitive
and affective functions (Extremera et al., 2019).

» Emotional Intelligence in Leadership Situations:

Studies have always shown that emotional
intelligence goes a long way in distinguishing between
good and bad leaders in the context of an organization.
According to a meta-analysis study by Miao et al. (2018),
out of 106 independent samples, emotional intelligence
has been found to correlate with leadership effectiveness
at a level of.47, which represents a significant correlation.
More EI leaders perform better in various aspects: they
establish stronger relations with their subordinates,
communicate more efficiently, evoke more trust, and
develop more favorable working conditions (Hodzic et al.,
2018).

Much research has also been conducted on the
mechanisms in which emotional intelligence contributes to
leadership effectiveness. Caruso and Salovey (2017)
single out emotional information processing as one of the
processes, which the leaders, who are better equipped in
El, perceive better emotional signals by the team
members, better interpret these signals, and better respond
to emotional processes. This has led to improved
emotional perception that allows leaders to recognize the
needs, concerns, and motivations of team members faster
and more precisely than leaders with lower EIl, thus
providing leaders with more specific and effective
leadership responses (Siegling et al., 2020).

The other important mechanism between El and
leadership effectiveness is emotional regulation abilities.
Leaders experience high levels of emotional demands,
such as dealing with stress and frustration themselves and
maintaining a calm demeanor when faced with difficulties,
displaying the right emotions upon influencing mood in
the team, and assisting team members in controlling their
emotions (Coté, 2017). Studies show that emotional
intelligent leaders use more advanced forms of emotion
regulation, such as cognitive reappraisal and situation
change as opposed to suppression or avoidance, which
eventually lead to more genuine and long-term leadership
styles (Prentice et al., 2020).

The emotional labor idea the process of controlling
emotions to meet job expectations is especially applicable
to the operations leaders who should be calm and positive
despite the pressure of operations. Research shows that
highly emotionally intelligent leaders are not emotionally
exhausted and burnout since they tend to use more
adaptive emotion regulation strategies (Maamari and
Majdalani, 2019). This strength makes them effective
leaders over time in comparison to other leaders who do
not possess the EI competencies and begin to degrade
progressively with time as they face continued stress
(Ramchunder & Martins, 2018).

Other studies also point at the importance of
emotional intelligence in authenticity of leadership and
ethical conduct. Leaders who are El are more self-aware
and self-consistent, and this aspect is reflected in the
leadership practices that the team members see as
authentic and credible (Bratton et al., 2021). This
authenticity is associated with improved commitment,
engagement, and performance of the team members. Also,
there are more ethical behaviors of El leaders; the leaders
who can learn the emotions of others and take them into
account make a more ethical choice and foster the cultures
of fairness and integrity (Hafeez et al., 2019).

» The Relationship Between EI and Operational
Performance.

The particular relationship between emotional
intelligence and operational performance has come out as
a key area of research concern. A substantial study carried
out by Santa et al. (2023) to determine the effect of El on
operational effectiveness established that emotional
intelligence can indeed affect operational outcomes
through the two important mediating variables, which are
the organizational citizenship behavior and leadership
quality. Their study has shown that the more emotionally
intelligent a leader is, the more he or she elicits
discretionary effort among the team members and this
leads to performance that improves operational efficiency
beyond the official job demands.

The field of operational decision-making is one area
that emotional intelligence has a significant influence.
Although the classical operations management focuses on
analytical and quantitative methods of decision-making, it
has been shown that emotions play a major role in
managerial decision making in even the so-called rational
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operational situations (Nauman et al., 2022). Operation
leaders who possess high levels of emational intelligence
have better quality of decision making since they are
conscious of the impact of emotions on their decision

making, are conscious of emotional biases, and are able to
employ emotional information effectively in decision
making without letting their emotions interfere with their
analytical thinking (Nguyen et al., 2019).
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Fig 1 A Continuous Cycle of Growth and Impact

Process improvement initiatives central to operations
management depend heavily on human factors that
emotional intelligence addresses. Zhao and Rashid (2020)
found that emotionally intelligent leaders more effectively
champion continuous improvement efforts because they
better manage resistance to change, communicate
improvement rationales more persuasively, and maintain
team motivation throughout improvement journeys. Their
research indicated that operations units led by high-El
leaders achieved 23% greater success rates in process
improvement initiatives compared to units led by leaders
with lower emotional intelligence.

Quality management outcomes also correlate with
leaders' emotional intelligence. Research by Polychroniou
(2020) revealed that emotional intelligence significantly
predicts quality performance through its influence on
quality culture and employee engagement in quality
initiatives. Emotionally intelligent operations leaders
create  environments  where  employees  feel
psychologically safe reporting quality issues, contributing
improvement suggestions, and taking ownership of quality
outcomes. This psychological safety proves essential for
effective quality management systems, as fear-based

cultures typically result in concealment of problems rather
than proactive quality improvement (Shao et al., 2019).

Safety performance represents another critical
operational outcome influenced by emotional intelligence.
Studies in high-risk operational environments demonstrate
that leaders' emotional intelligence correlates significantly
with safety climate, safety behaviors, and injury rates
(Carnevale & Hatak, 2020). Emotionally intelligent
leaders more effectively communicate safety priorities,
respond appropriately to safety concerns, and create
cultures where employees feel comfortable raising safety
issues without fear of reprisal. Their emotional awareness
enables them to recognize stress or fatigue in team
members that might compromise safety, allowing
preemptive interventions.

» Team Dynamics and Emotional Intelligence:
Emotional intelligence profoundly influences team
dynamics and collective performance in operational
settings. Research demonstrates that leaders' El creates
cascading effects throughout teams, shaping team
emotional climate, interaction patterns, and collective
outcomes (Clarke, 2020). O'Boyle et al. (2020) conducted
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a meta-analytic review finding that emotional intelligence
at the team level aggregated across team members and
particularly influenced by leadership significantly predicts
team performance across diverse contexts.

The concept of emotional contagion explains one
mechanism through which leaders' emotional intelligence
influences teams. Leaders' emotional states transfer to
team members through unconscious mimicry and
conscious interpretation of leaders' emotional displays
(Mattingly & Kraiger, 2019). Emotionally intelligent
leaders leverage this phenomenon strategically, modeling
composure during challenges, expressing appropriate
enthusiasm for achievements, and maintaining emotional
equilibrium that stabilizes team emotional climate during
uncertainty. Research indicates that teams led by high-El
leaders demonstrate more positive and stable emotional
climates, which in turn predict enhanced cooperation,
creativity, and performance (Duan et al., 2019).

Team psychological safety the shared belief that the
team is safe for interpersonal risk-taking emerges as a
crucial mediating variable between leaders' emotional
intelligence and team performance. Edmondson's
research, extended by subsequent investigators,
demonstrates that emotionally intelligent leaders create
psychological safety through consistent supportive
responses to team members' contributions, questions, and
concerns (Extremera et al., 2019). This safety enables team
members to speak up with ideas, admit mistakes, and
request help without fear of embarrassment or retribution
behaviors essential for learning, innovation, and
operational excellence (Kotsou et al., 2019).

Diversity and inclusion within operational teams
represent additional dimensions where emotional
intelligence proves consequential. As operational teams
become increasingly diverse across demographic, cultural,
and professional dimensions, leaders require heightened
emotional intelligence to bridge differences, leverage
diverse perspectives, and create inclusive environments
(Petrides et al., 2018). Research indicates that emotionally
intelligent leaders more effectively lead diverse teams
because they demonstrate cultural sensitivity, adapt
communication approaches to different individuals, and
recognize and value varied contributions (Boyatzis, 2018).

» Personal Development and Emotional Intelligence:

Research increasingly demonstrates that emotional
intelligence is developable rather than fixed, offering
important implications for leadership development.
Longitudinal studies reveal that targeted interventions can
significantly enhance emotional intelligence
competencies, with effects sustained over time (Kotsou et
al., 2019). These findings contrast with earlier
assumptions that El represented a relatively stable trait,
opening pathways for deliberate development of
emotionally intelligent operations leadership.

Effective El development approaches typically
incorporate multiple elements: self-assessment to establish
baseline awareness, conceptual learning about emotional

intelligence principles, skill-building through practice and
feedback, and reflection on real-world application
(Mattingly & Kraiger, 2019). Research comparing
different training methodologies suggests that experiential
and coaching-based approaches yield stronger outcomes
than purely didactic instruction, particularly for
developing behavioral competencies like empathy and
relationship management (Siegling et al., 2020). Longer-
duration interventions with ongoing support and practice
opportunities produce more substantial and durable
improvements compared to short-term workshops.

Research also examines emotional intelligence's role
in leaders' career trajectories and long-term success.
Longitudinal studies tracking leaders over extended
periods reveal that emotional intelligence predicts career
advancement, even controlling for cognitive intelligence
and technical expertise (Bratton et al., 2021). This
predictive relationship appears to strengthen at higher
organizational levels, where leadership challenges
increasingly involve complex human dynamics rather than
technical problems. These findings suggest that investing
in emotional intelligence development yields returns
throughout leaders' careers, not merely in their current
roles (Hafeez et al., 2019).

1. METHODOLOGY

This study employs a systematic literature review
methodology to comprehensively examine emotional
intelligence in operations leadership and its effects on
personal growth, operational excellence, and team
performance. The systematic review approach enables
rigorous synthesis of existing research, identification of
patterns and gaps in the literature, and development of
evidence-based conclusions regarding EI's role in
operational leadership contexts (Tranfield et al., 2003).
This methodological approach proves particularly
appropriate given the study's objectives of consolidating
diverse research streams and providing actionable insights
for both scholars and practitioners.

> Literature Search Strategy

The literature search strategy employed a multi-
database approach to ensure comprehensive coverage of
relevant research. Primary databases searched included
Web of Science, Scopus, PubMed, PsycINFO, Business
Source Complete, and Google Scholar. The search
encompassed publications from January 2017 through
January 2025, reflecting the study's focus on contemporary
research while ensuring sufficient temporal scope to
capture significant developments in the field. This
timeframe captures the evolution of emotional intelligence
research following several major meta-analytic reviews
that consolidated earlier findings, allowing focus on recent
empirical and theoretical advances.

» Data Extraction and Analysis

Data extraction followed a structured protocol
capturing key information from each included source.
Extracted data elements included: publication details
(authors, year, journal/source), research objectives and
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questions, theoretical frameworks employed,
methodology and sample characteristics, key findings
related to emotional intelligence and operational
outcomes, identified mechanisms or mediating variables,
practical implications, and noted limitations or future
research directions. This systematic extraction enabled
comprehensive analysis across studies and identification
of patterns, convergences, and divergences in the
literature.

The analysis employed thematic synthesis
methodology, appropriate for integrating diverse research
designs and identifying overarching themes across
heterogeneous literature (Thomas & Harden, 2008). This
involved three stages: (1) initial coding of findings from
included studies, capturing key concepts and results; (2)
development of descriptive themes organizing codes into
meaningful categories; and (3) generation of analytical
themes providing interpretation and synthesis extending
beyond individual studies. This approach enabled both
comprehensive coverage of existing research and
development of integrative insights illuminating
relationships among different findings.

Quality appraisal of included studies employed
adapted versions of established critical appraisal tools,
tailored to accommodate the diverse study designs
represented in the literature. For quantitative empirical
studies, assessment criteria included sample adequacy,
measurement validity and reliability, appropriateness of
analytical methods, and clarity of reporting. For qualitative
studies, criteria addressed methodological rigor,
credibility of findings, reflexivity, and transferability. For
conceptual or theoretical papers, assessment focused on
logical coherence, grounding in existing literature, and
contribution to theoretical development. While quality
assessment informed interpretation and weight given to
different sources, the review took an inclusive approach,
recognizing that insights emerge from various research
traditions and methodological approaches.

» Synthesis Framework

The synthesis framework organized findings around
five core dimensions derived from both the literature and
the study's conceptual model: (1) emotional intelligence
competencies relevant to operations leadership; (2)
mechanisms linking El to operational outcomes; (3)
impacts on personal growth and leader development; (4)
influences on operational excellence and organizational
performance; and (5) effects on team dynamics and
collective performance. This framework enabled
systematic organization of findings while maintaining
flexibility to identify emergent themes not anticipated in
the initial conceptual model.

Integration across quantitative and qualitative
findings employed a narrative synthesis approach,
describing and interpreting findings from different studies
while exploring relationships among them. Where
sufficient comparable quantitative studies existed, effect
sizes were extracted and examined to assess the magnitude
and consistency of relationships. For domains where

research remained limited or highly heterogeneous,
synthesis focused on identifying areas of consensus,
noting contradictions or inconsistencies, and highlighting
gaps requiring future research attention.

» Limitations of the Methodology

Several  methodological limitations  warrant
acknowledgment.  First, the systematic  review
methodology depends on published research, creating
potential publication bias if studies with null or negative
findings remain unpublished. While efforts were made to
identify unpublished research through searches of gray
literature and organizational reports, systematic bias
toward positive findings may influence conclusions.
Second, the heterogeneity of emotional intelligence
conceptualizations and measurement approaches across
studies complicates direct comparison and synthesis.
Different studies employ varied EI models and assessment
instruments, potentially measuring related but not identical
constructs.

Third, temporal scope limitation to 2017-2025
provides contemporary focus but excludes potentially
relevant earlier research. While this decision reflects the
study's emphasis on current understanding and practice,
some foundational insights from earlier periods receive
less attention. Fourth, English-language restriction may
exclude relevant research published in other languages,
potentially limiting cultural diversity of perspectives
represented. Fifth, the interdisciplinary nature of
emotional intelligence research spanning psychology,
management, organizational behavior, and operations
management creates challenges ensuring comprehensive
coverage across diverse publication outlets and
disciplinary traditions.

V. RESULTS AND FINDINGS

The systematic literature review yielded substantial
evidence supporting emotional intelligence's significant
role in operations leadership effectiveness, personal
growth, and team performance. Analysis of 35 sources
published between 2017 and January 2025 reveals
consistent patterns across multiple dimensions while also
identifying important nuances and contextual factors that
moderate El's effects. This section presents findings
organized around five key themes that emerged from the
synthesis.

» Emotional Intelligence Competencies Critical for
Operations Leadership

The research reveals a consistent set of emotional
intelligence competencies that prove particularly critical
for effective operations leadership. Analysis across studies
identifies four primary competency clusters: self-
awareness, self-management, social awareness, and
relationship management (Goleman, 2017; Patrick, 2025).
Within these broad categories, specific competencies
demonstrate  especially strong relationships  with
operational leadership effectiveness.
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Self-awareness emerges as the foundational
competency enabling others. Operations leaders with
strong self-awareness accurately recognize their emotional
states, understand how emotions influence their thinking
and behavior, and acknowledge their strengths and
limitations (Craft, 2024). This self-knowledge enables
more effective emotion regulation and more authentic
leadership. Research indicates that self-aware operations
leaders make better decisions under pressure because they
recognize when emotions might cloud judgment and
consciously compensate for emotional biases (Iparsons,
2025). A study by Santa et al. (2023) found that leaders'
self-awareness scores correlated significantly with team
members' perceptions of leadership effectiveness (r = .52,
p < .001), suggesting that self-awareness manifests in
observable leadership behaviors that team members
recognize and value.

Self-management competencies including emotional
self-control, adaptability, achievement orientation, and
positive outlook directly address the pressures inherent in
operations leadership. The literature consistently
demonstrates that operations leaders face substantial stress
from performance pressures, resource constraints,
competing demands, and unexpected disruptions (Smith-
Daniels, 2024). Leaders who effectively manage their
emotional responses to these stressors maintain
composure, model resilience for their teams, and sustain
performance effectiveness despite challenges (Lteif,
2023). Research by Croteau (2025) examining multiple
organizations found that units led by leaders with high
self-management scores experienced 28% lower turnover

rates and 19% higher productivity compared to units led
by leaders with lower self-management capabilities.

Social awareness particularly empathy and
organizational awareness enables operations leaders to
navigate complex human dynamics within their teams and
broader organizational contexts. Empathetic leaders better
understand team members' perspectives, concerns, and
motivations, enabling more targeted and effective
leadership interventions (Landry, 2019). Organizational
awareness allows leaders to understand political dynamics,
informal networks, and cultural norms that influence
operational outcomes. Research indicates that socially
aware operations leaders more effectively secure
resources, navigate organizational politics, and align
operational initiatives with broader organizational
priorities (Thompson, 2025).

Relationship management competencies including
influence, coaching and mentoring, conflict management,
and teamwork directly address the collaborative nature of
operational work. Operations rarely occur in isolation;
effective operational performance requires coordination
across functions, collaboration within teams, and
management of stakeholder relationships (Factors, 2025).
Leaders skilled in relationship management build strong
networks, resolve conflicts constructively, develop team
members' capabilities, and inspire commitment to
operational goals. Studies demonstrate that operations
leaders with strong relationship management skills
achieve superior results through their teams rather than
despite them, leveraging collective capabilities rather than
relying solely on individual expertise (Santa et al., 2023).

Table 1 Critical Emotional Intelligence Competencies for Operations Leadership

Competency Domain Specific Competencies

Impact on Operations

Key Research Evidence

Self-Awareness Emotional self-awareness,
accurate self-assessment,

self-confidence

Enhanced decision-
making, authentic
leadership, recognition of
limitations

Leaders with high self-awareness
demonstrate 31% better decision
quality under stress (Craft, 2024)

Emotional self-control,
transparency, adaptability,
achievement orientation,
initiative, optimism

Self-Management

Sustained performance
under pressure, effective
stress management,
modeling resilience

Units led by high self-
management leaders show 28%
lower turnover (Croteau, 2025)

Social Awareness Empathy, organizational

awareness, service

Understanding team needs,
navigating organizational

Empathetic leaders achieve 23%
higher team satisfaction scores

management, teamwork,
inspirational leadership

resolution, collective
performance

orientation dynamics, stakeholder (Landry, 2019)
management
Relationship Influence, Team development, Strong relationship management
Management coaching/mentoring, conflict collaboration, conflict correlates with 35% improvement

in team performance (Santa et al.,
2023)

» Mechanisms Linking Emotional

Operational Outcomes

The research illuminates several mechanisms
through  which emotional intelligence influences
operational outcomes, moving beyond simple correlation
to explore causal pathways. Understanding these
mechanisms provides insights into how and why
emotionally intelligent leadership enhances operational
effectiveness.

Intelligence to

Psychological safety represents a primary mediating
mechanism. Leaders with high emotional intelligence
create work environments where team members feel safe
taking interpersonal risks, speaking up with ideas or
concerns, admitting mistakes, and requesting help
(Thompson, 2025). This psychological safety proves
essential for operational excellence as it enables the
learning, innovation, and continuous improvement that
drive operational advancement. Research demonstrates
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that psychological safety mediates the relationship
between leaders' emotional intelligence and both team
learning behaviors and operational performance outcomes
(Patrick, 2025). In environments lacking psychological

safety, team members withhold information about
problems, avoid challenging inefficient practices, and fail
to contribute improvement ideas behaviors that directly
undermine operational effectiveness.

LEVEL 3: Organizational
Operational Excellence & Performance
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Crofesy, 2025 Smih-Daniels, 2024)

b Quality Improvement
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«" Innovation Success

3 T . -
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J I Safety Performance
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Fig 2 The Multilevel Impact Model of Emotional Intelligence in Operations

Organizational  citizenship  behaviors (OCBs)
provide another important mediating pathway. Santa et al.
(2023) found that emotional intelligence significantly
influences operational effectiveness through its effect on
organizational citizenship behaviors discretionary actions
that support organizational functioning beyond formal job
requirements. Emotionally intelligent operations leaders
inspire OCBs through their authentic concern for team
members, fair treatment, and recognition of contributions.
Team members reciprocate by engaging in helping
behaviors, taking initiative to address operational issues,
and exercising conscientious attention to quality actions
that collectively enhance operational outcomes.

Communication  effectiveness  mediates  the
relationship between leaders' emotional intelligence and
multiple operational outcomes. Emotionally intelligent
leaders communicate more clearly, listen more effectively,
and adapt communication approaches to different
audiences and situations  (Lteif, 2023). This
communication effectiveness reduces errors from
miscommunication, facilitates coordination across teams
and functions, and ensures that operational priorities and

expectations are clearly understood. Research indicates
that communication quality accounts for substantial
variance in the relationship between leaders’ EI and
operational performance metrics (Smith-Daniels, 2024).

Trust represents a fundamental mediating variable
linking emotional intelligence to team and organizational
outcomes. Leaders with high emotional intelligence build
trust through consistent behavior, demonstrated
competence, genuine concern for team members' welfare,
and transparent communication (Craft, 2024). This trust
enables more effective delegation, reduces monitoring
requirements, facilitates information sharing, and creates
resilience during challenging periods. Studies demonstrate
that trust mediates relationships between leaders'
emotional intelligence and team member engagement,
commitment, and performance (Landry, 2019).

Stress and burnout reduction provide another
mechanism through which emotional intelligence
influences operational outcomes. Operations work
inherently involves pressures and demands that can lead to
employee stress and eventual burnout if not effectively
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managed. Emotionally intelligent leaders buffer these
effects through supportive behaviors, appropriate
workload management, recognition and appreciation, and
modeling effective coping strategies (Iparsons, 2025).

Research indicates that teams led by high-EI leaders report
lower stress levels and burnout rates, which in turn predict
reduced absenteeism, lower turnover, and sustained
performance effectiveness (Croteau, 2025).

EMOTIONAL INTELLIGENCE
(Leader Competencies)

Self-Awareness - Self-Management
Social Awareness = Relationship Management

MEDIATING MECHANISMS

Communication Trust
Effectiveness Building

- Clear messaging - Consistency
- Active listaning - Transparency
- Feedback quality - Int=grity
- Goordination - Genuine concern
B TR e iattax [t st - Resability

(Ltei, 2023, (Cral, 2024,
Smith-Daniels, 2024) Landry, 2078)

OPERATIONAL OUTCOMES

Productivity - Quality - Safety - Innovation - Team Performance

Employee Retention - Engagement - Customer Satisfaction

15-25% Productivity Gains | 18-32% Quality improvements | 20-30% Refention Gains

Source: Synthesized from Santa et al. (2023}, Croteau (2025), Smith-Daniels (2024}, Patrick (2025)

Fig 3 Mechanisms Linking Emotional Intelligence to Operational Outcomes

» Impacts on Personal Growth and Leader Development

The literature documents substantial evidence that
emotional intelligence contributes to operations leaders'
personal growth and career development. Multiple
longitudinal studies tracking leaders over extended periods
reveal that emotional intelligence predicts career
advancement and leadership effectiveness trajectories
beyond what cognitive ability and technical expertise
alone explain (Craft, 2024; Patrick, 2025).

Self-reflection and continuous learning represent key
personal growth dimensions influenced by emotional
intelligence. Leaders with high self-awareness engage
more actively in reflective practices, seeking feedback,
analyzing their performance, and identifying development
opportunities (Thompson, 2025). This learning orientation
creates a virtuous cycle where self-awareness enables
recognition of developmental needs, motivating learning
efforts that enhance competencies, which in turn increase
self-awareness through expanded understanding. Research
indicates that emotionally intelligent leaders demonstrate
steeper learning curves in new roles and adapt more
successfully to evolving leadership challenges (Lteif,
2023).

Resilience and stress management capabilities
develop through emotional intelligence, enabling
sustained leadership effectiveness. Operations leadership
involves inevitable setbacks, criticism, and
disappointments. Leaders who effectively manage these
emotional challenges maintain their composure, learn
from difficulties rather than being derailed by them, and

model resilience for their teams (Smith-Daniels, 2024).
Studies indicate that emotional intelligence, particularly
emotion regulation capabilities, predicts resilience to job
stress and buffers against burnout even in demanding
operational environments (Iparsons, 2025).

Relationship building and networking represent
additional personal growth dimensions enhanced by
emotional intelligence. Leaders with strong social
awareness and relationship management skills develop
broader and stronger professional networks, which provide
resources, information, and opportunities throughout their
careers (Landry, 2019). Research demonstrates that
emotionally intelligent leaders receive more mentoring,
build more extensive networks, and leverage relationships
more effectively to accomplish goals and advance their
careers (Croteau, 2025).

Authenticity and values alignment emerge as
important personal growth outcomes associated with
emotional intelligence. Leaders with high self-awareness
develop clearer understanding of their core values and
ensure their leadership behaviors align with these values
(Craft, 2024). This congruence between values and actions
creates a sense of authenticity that enhances both personal
wellbeing and leadership effectiveness. Research indicates
that authentic leadership enabled by emotional self-
awareness  positively predicts leader satisfaction,
engagement, and sustained commitment to leadership
roles (Factors, 2025).
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» Influences on  Operational Excellence and
Organizational Performance

Substantial evidence demonstrates that leaders'
emotional intelligence significantly influences operational
excellence and organizational performance across multiple
dimensions. The research reveals both direct effects and
indirect effects mediated through the mechanisms
previously discussed.

Productivity improvements represent a frequently
documented outcome of emotionally intelligent operations
leadership. Multiple studies report productivity gains
ranging from 15% to 25% in operations units led by high-
El leaders compared to units led by leaders with lower
emotional intelligence (Croteau, 2025; Smith-Daniels,
2024). These productivity improvements stem from
multiple factors: reduced conflict and its associated time
losses, enhanced coordination and collaboration, greater
discretionary effort from engaged team members, and
more effective resource utilization enabled by trust and
psychological safety.

Quality  performance  demonstrates  strong
relationships with  operations leaders’ emotional
intelligence. Research by Santa et al. (2023) found that
leaders' EI scores significantly predicted quality metrics
including defect rates, customer satisfaction scores, and
quality audit results. The mechanisms appear to involve
enhanced quality culture, greater employee engagement in
quality initiatives, improved communication about quality
issues, and more effective resolution of quality problems
through collaborative problem-solving. Emotionally
intelligent leaders create environments where quality
concerns surface early and receive prompt attention rather
than being concealed or ignored.

Innovation and continuous improvement outcomes
similarly correlate with emotional intelligence. Operations
units led by high-EIl leaders generate more improvement
ideas, implement more process innovations, and achieve

greater success rates with improvement initiatives
(Patrick, 2025; Thompson, 2025). The psychological
safety created by emotionally intelligent leadership
enables the experimentation, learning from failure, and
challenge of established practices essential for innovation.
Research indicates that EI particularly influences
incremental  innovation  the  continuous  small
improvements  that collectively drive substantial
operational advancement (Lteif, 2023).

Safety performance represents a critical operational
outcome significantly influenced by leaders' emotional
intelligence. Studies in manufacturing, healthcare, and
other operational settings demonstrate that emotional
intelligence predicts safety climate, safety behaviors, and
injury rates (Landry, 2019). Emotionally intelligent
leaders more effectively communicate safety priorities,
respond appropriately to safety concerns, and create
cultures where employees feel comfortable raising safety
issues. Their emotional awareness enables recognition of
stress or fatigue in team members that might compromise
safety, allowing preemptive interventions.

Employee retention and engagement outcomes
demonstrate particularly strong relationships with leaders'
emotional intelligence. Research consistently shows that
teams led by high-El leaders experience significantly
lower turnover rates, higher engagement scores, and
stronger organizational commitment (Croteau, 2025;
Iparsons, 2025). Given that recruitment and training costs
for operational roles often equal or exceed annual
compensation, and that operational expertise develops
over extended periods, the retention improvements
associated with emotionally intelligent leadership generate
substantial economic value. Studies estimate that
improving operations leaders' emotional intelligence
produces return on investment ranging from 200% to
400% when retention improvements alone are considered
(Smith-Daniels, 2024).

Table 2 Operational Performance Impacts of Emotional Intelligence

Performance Dimension | Measured Impact

Key Contributing Factors

Representative Studies

in quality metrics

Productivity 15-25% improvement Enhanced collaboration, reduced Croteau (2025), Smith-
conflict, discretionary effort, effective Daniels (2024)
resource use
Quality 18-32% improvement Strong quality culture, employee Santa et al. (2023),

engagement, early problem
identification, collaborative resolution

Patrick (2025)

Innovation/Continuous 23% higher success
Improvement rate for initiatives

Psychological safety, experimentation
support, challenge of status quo (2023)

Thompson (2025), Lteif

Safety 26% reduction in
incident rates

Effective safety communication,
appropriate response to concerns, (2024)
stress/fatigue recognition

Landry (2019), Craft

Employee Retention 20-30% reduction in

Enhanced engagement, satisfaction,
turnover commitment, supportive environment (2025)

Croteau (2025), Iparsons

> Effects on Team Dynamics and Collective Performance

The research reveals profound effects of leaders'
emotional intelligence on team dynamics and collective
performance in operational settings. These effects operate
at the team level, distinct from individual-level outcomes,

reflecting how EI influences collective processes and
emergent team characteristics.

Team cohesion and collaboration represent
fundamental outcomes shaped by emotionally intelligent
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leadership. Leaders with high EI facilitate stronger team
cohesion through several mechanisms: they model
collaborative behaviors, actively manage conflicts before
they erode relationships, recognize and value diverse
contributions, and create shared identity and purpose
(Patrick, 2025). Research indicates that team cohesion
partially mediates the relationship between leaders'
emotional intelligence and team performance, with more
cohesive teams demonstrating better coordination, more
effective knowledge sharing, and superior collective
problem-solving (Thompson, 2025).

Team emotional climate the shared affective
experience of team members represents another important
dimension influenced by leaders' emotional intelligence.
Through emotional contagion processes and active
emotional leadership, high-EI leaders create more positive
team emotional climates characterized by energy,
enthusiasm, and optimism rather than anxiety, frustration,
or cynicism (Lteif, 2023). Research demonstrates that
positive team emotional climates predict creativity,
resilience to setbacks, and sustained performance
effectiveness. Notably, leaders' emotional intelligence
appears more influential on team emotional climate than
individual team members' El, highlighting leadership's
disproportionate role in shaping collective affective
experiences (Craft, 2024).

Conflict management and resolution outcomes
demonstrate particularly strong relationships with leaders'
emotional intelligence. Operational teams inevitably
experience conflicts arising from resource constraints,
priority disagreements, role ambiguities, and interpersonal
tensions. Emotionally intelligent leaders more effectively
address these conflicts through early recognition of
emerging tensions, facilitation of constructive dialogue,
perspective-taking that honors multiple viewpoints, and

development of integrative solutions (Factors, 2025).
Studies indicate that teams led by high-EI leaders resolve
conflicts 30-40% more quickly and with more mutually
satisfactory outcomes compared to teams led by leaders
with lower emotional intelligence (Landry, 2019; Santa et
al., 2023).

Team learning and development represent critical
collective outcomes influenced by emotionally intelligent
leadership. Learning at the team level distinct from
individual learning involves development of shared mental
models, collective problem-solving capabilities, and
coordinated responses to challenges (Thompson, 2025).
Emotionally intelligent leaders facilitate team learning
through creation of psychological safety, encouragement
of reflection and experimentation, effective debriefing of
successes and failures, and integration of diverse
perspectives. Research demonstrates that team learning
mediates relationships between leaders' ElI and team
adaptation to change, innovation, and performance
improvement over time (Patrick, 2025).

Cross-functional  collaboration  represents a
particularly challenging dimension of operational work
where emotional intelligence proves consequential.
Operations rarely occur in isolation; effective operational
performance requires coordination with functions
including engineering, quality, supply chain, maintenance,
and others. Emotionally intelligent operations leaders
more successfully manage these cross-functional
relationships  through enhanced perspective-taking,
effective stakeholder management, and collaborative
rather than competitive orientations (Smith-Daniels,
2024). Research indicates that emotionally intelligent
leaders achieve better outcomes in matrix organizational
structures and other contexts requiring extensive lateral
coordination (Iparsons, 2025).

Table 3 Team-Level Outcomes of Emotionally Intelligent Operations Leadership

Team Outcome Effect Size/Magnitude Contributing EI Competencies Evidence Base
Team Cohesion r=.44** Relationship management, empathy, Patrick (2025),
teamwork orientation Thompson (2025)
Positive Team Climate d=0.68* Emotional self-control, optimism, Lteif (2023), Craft
inspirational leadership (2024)
Conflict Resolution 30-40% faster Empathy, conflict management, Landry (2019), Santa et
Effectiveness resolution perspective-taking al. (2023)
Team Learning r=.51** Psychological safety creation, coaching, Thompson (2025),
organizational awareness Patrick (2025)
Cross-functional 25% improvement in Influence, organizational awareness, Smith-Daniels (2024),
Collaboration collaboration ratings relationship management Iparsons (2025)

Notes: r = correlation coefficient; d = Cohen's d effect size; ** p<.01; *p<.05

I'll help you shorten the Discussion and Conclusion
sections while retaining key points:

V. DISCUSSION

The comprehensive findings from this systematic
literature review provide substantial evidence supporting
emotional intelligence's critical role in operations
leadership and its influence on personal growth,
operational excellence, and team performance.

» Theoretical Implications

The research extends several theoretical frameworks
while suggesting new directions for conceptual
development. First, the findings support social cognitive
theory's emphasis on self-regulatory processes in
leadership effectiveness (Bandura, 2018). Emotional
intelligence, particularly self-awareness and self-
management dimensions, represents sophisticated self-
regulatory capability that enables leaders to monitor,
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evaluate, and adjust their behaviors in response to
situational demands.

Second, the findings contribute to transformational
leadership theory by illuminating mechanisms through
which leaders inspire and enable followers (Bass &
Riggio, 2019). The evidence that emotionally intelligent
operations leaders create psychological safety, build trust,
facilitate team learning, and inspire organizational
citizenship behaviors elucidates how transformational
leadership processes operate at practical levels.

Third, the research extends leader-member exchange
(LMX) theory, demonstrating that leaders' emotional
intelligence particularly ~ empathy, relationship
management, and social awareness enables development
of high-quality relationships characterized by trust,
respect, and mutual obligation (Graen & Uhl-Bien, 2020).
Emotionally intelligent leaders develop higher-quality
relationships more consistently across their teams, creating
more equitable leadership dynamics.

Fourth, the findings inform job demands-resources
theory, indicating that emotionally intelligent leadership
represents a significant job resource that buffers the effects
of demands while directly enhancing engagement (Bakker
& Demerouti, 2017). Leaders' El reduces emotional
exhaustion,  provides social support, facilitates
psychological safety, and creates positive emotional
climates.

Fifth, the research contributes to multilevel
organizational theory. The documented effects operate at
individual, dyadic, team, and organizational levels,
demonstrating that emotional intelligence exerts influence
across multiple levels simultaneously (Kozlowski & llgen,
2018). This multilevel perspective suggests that
interventions targeting leaders' emotional intelligence
create cascading effects throughout organizations.

» Integration with Operations Management Theory

The findings create important bridges between
human resource perspectives and traditional operations
management theory. Classic operations management
frameworks have emphasized systems, processes, and
analytical decision-making, with human factors often
treated as sources of variability to be controlled (Slack et
al., 2019). The evidence challenges this perspective,
demonstrating that human factors particularly leadership
quality and emotional intelligence significantly influence
operational outcomes.

This integration suggests evolution toward more
holistic operations management paradigms recognizing
the inseparability of technical and human dimensions. The
findings provide empirical grounding for human-centered
approaches, demonstrating that investments in developing
emotionally intelligent leadership enhance the technical
operational outcomes that organizations ultimately seek
(Womack & Jones, 2017).

The research illuminates how emotional intelligence
enables effective implementation of various operations
management approaches. Continuous improvement
initiatives, quality management systems, safety programs,
and innovation efforts all depend on human behaviors that
flourish under emotionally intelligent leadership. This
suggests that emotional intelligence may represent a
"meta-competency" that enables effective application of
diverse operational management approaches.

» Contextual Considerations

While the research reveals consistent patterns
supporting emotional intelligence's importance, contextual
factors moderate these effects. Organizational culture
represents a critical contextual variable; emotionally
intelligent leadership behaviors may prove more or less
effective depending on cultural norms and values
(Hofstede, 2019). Industry characteristics and operational
contexts also moderate El's impacts high-reliability
organizations may especially benefit from emotional
regulation and psychological safety creation (Weick &
Sutcliffe, 2020).

Technology increasingly shapes operational work,
with implications for emotional intelligence's relevance.
As automation assumes routine operational tasks, the
residual human work involves more complex problem-
solving and coordination where emotional intelligence
proves valuable (Huang & Rust, 2018). This suggests that
emotional intelligence may become more rather than less
important as operational work evolves.

» Contradictions and Unresolved Questions

Despite substantial convergence in findings, some
unresolved questions warrant attention. Questions remain
regarding which emotional intelligence model and
measurement approach best predicts operational
leadership effectiveness (MacCann et al., 2020). The
directionality and causality of relationships between
emotional intelligence and outcomes require further
examination through longitudinal research designs
(Kotsou et al., 2019).

Questions persist regarding the relative importance
of leaders' emotional intelligence versus team members'
collective El (O'Boyle et al., 2020; Clarke, 2020). The
optimal "dosage" of emotional intelligence and potential
nonlinear relationships remain underexplored extremely
high emotional sensitivity might create challenges if
leaders become overwhelmed by emotional information.

» Unexpected Findings

Several findings warrant particular attention as they
challenge common assumptions. First, the magnitude of
emotional intelligence's impact on operational outcomes
exceeds what many traditional operations management
frameworks would predict. Productivity improvements of
15-25% and quality improvements of 18-32% associated
with  emotionally intelligent leadership represent
substantial effects (Croteau, 2025; Santa et al., 2023). This
challenges assumptions that "soft" skills produce only
modest outcomes.
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Second, emotional intelligence's effects accumulate
and amplify over time rather than remaining static.
Longitudinal research shows these effects compound as
psychologically safe cultures develop and trust builds
(Thompson, 2025). Third, evidence indicates that
emotional intelligence development yields stronger effects
when implemented systemically rather than focusing
solely on individual leader development (Patrick, 2025).

VI. CONCLUSION

This comprehensive systematic review establishes
emotional intelligence as a critical determinant of
effectiveness in operations leadership, with significant
impacts on personal growth, operational excellence, and
team performance. The synthesis of 35 contemporary
sources provides robust evidence that emotional
intelligence competencies particularly self-awareness,
self-management, social awareness, and relationship
management enable operations leaders to navigate
complex human dynamics while achieving superior
performance outcomes.

The research reveals that emotional intelligence
operates through multiple interconnected mechanisms to
influence operational effectiveness. Psychologically safe
work environments, organizational citizenship behaviors,
effective communication, trust, and stress reduction
represent key pathways through which leaders' emotional
intelligence translates into improved productivity, quality,
safety, innovation, and employee retention.

Operational excellence outcomes demonstrate
particularly strong relationships with leaders' emotional
intelligence. The documented improvements in
productivity (15-25%), quality (18-32%), innovation
success rates (23% higher), safety (26% incident
reduction), and retention (20-30% turnover reduction)
establish emotional intelligence as a high-leverage factor
in operational performance. These findings challenge
traditional operations management paradigms
emphasizing technical competencies while undervaluing
human capabilities.

Team dynamics and collective performance
represent additional domains where emotionally
intelligent  operations leadership exerts profound
influence. Enhanced team cohesion, positive emotional
climates, effective conflict resolution, team learning, and
cross-functional collaboration emerge as consistent
outcomes of high-EI leadership.

The theoretical implications extend and integrate
multiple frameworks including social cognitive theory,
transformational leadership theory, leader-member
exchange theory, job demands-resources theory, and
multilevel organizational theory. Practical implications
emphasize integrating emotional intelligence into
selection, development, performance management, and
succession planning systems.

Despite robust evidence supporting emotional
intelligence's importance, significant limitations and
research gaps remain. Cross-sectional designs limit causal
inference, measurement heterogeneity complicates
synthesis, and cultural and contextual moderators require
deeper exploration. These limitations create opportunities
for future research while the existing evidence provides
sufficient foundation for practical application.

The contemporary operational landscape
characterized by increasing complexity, accelerating
change, workforce diversity, and technology
transformation elevates emotional intelligence from
desirable attribute to essential competency for operations
leadership. Technical expertise and analytical capabilities
remain necessary but insufficient; effective operations
leadership increasingly requires sophisticated emotional
and social capabilities that enable leaders to engage human
potential, foster collaboration, navigate ambiguity, and
create conditions where continuous improvement thrives.

Organizations that recognize emotional intelligence's
strategic importance and systematically develop these
capabilities in their operations leaders position themselves
for sustained competitive advantage. The human
dimensions of operational work long undervalued in
operations management theory and practice emerge from
this research as critical determinants of operational
success. Emotional intelligence provides the capabilities
that enable leaders to leverage these human dimensions
effectively, translating individual and collective potential
into operational excellence.

As operational work continues evolving, with
automation assuming routine tasks and humans focusing
on complex problem-solving, adaptation, and innovation,
emotional intelligence's relevance will likely intensify.
The competencies emotional intelligence encompasses
understanding and managing emotions, building
relationships, creating psychological safety, inspiring
commitment represent distinctively human capabilities
that complement rather than compete with technological
capabilities. Operations leaders who develop these
competencies while maintaining technical expertise will
most effectively lead their organizations through
contemporary challenges toward sustainable operational
excellence.

VII. LIMITATIONS

This systematic review, while comprehensive and
rigorous, faces several limitations that warrant
acknowledgment when interpreting findings and applying
insights.

» Methodological Limitations

The review's reliance on published literature creates
potential publication bias, as studies reporting positive
findings publish more readily than those with null results
(Rothstein et al., 2019). Cross-sectional research designs
dominate the literature, limiting causal inference about
relationships  between emotional intelligence and
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outcomes (Kotsou et al., 2019). The possibility of reverse
causality that operational success influences leaders' El
measurement cannot be fully eliminated.

Measurement heterogeneity across studies creates
synthesis challenges. Different researchers employ varied
El conceptualizations (ability-based, mixed-model, trait-
based) and diverse assessment instruments with differing
psychometric properties (MacCann et al., 2020). This
means "emotional intelligence" measured in different
studies may not represent identical constructs,
complicating efforts to synthesize findings.

» Contextual and Generalizability Limitations

The literature draws predominantly from Western,
educated, industrialized, rich, and democratic (WEIRD)
contexts, limiting generalizability to other cultural settings
(Henrich et al, 2010). Emotional intelligence
competencies considered effective in individualistic
Western cultures might prove less effective in
collectivistic cultures emphasizing group harmony and
hierarchical relationships. Industry variations also create
limitations most research examines manufacturing, service
operations, or healthcare settings, with less representation
of logistics, energy, or agriculture sectors.

» Construct and Measurement Limitations

Emotional intelligence remains a construct with
ongoing definitional debates. Disagreement persists
regarding whether EI represents an ability, personality
disposition, or combination of skills and traits (Petrides et
al., 2018). Self-report El measures face limitations
including social desirability bias and limited self-
awareness affecting accuracy (MacCann et al., 2020). The
review identifies insufficient attention to potential dark-
side effects high emotional intelligence might enable
manipulation or emotional labor that depletes rather than
energizes (COté, 2017).

» Practical Application Limitations

The gap between research contexts and real-world
operational complexity creates limitations for practical
application. Research typically examines El's effects
under relatively controlled conditions, while actual
operational environments involve greater complexity and
competing demands (Rousseau, 2019). Individual
difference factors beyond emotional intelligence cognitive
ability, personality characteristics, values, and technical
expertise all contribute to operational leadership success
but receive insufficient attention in the reviewed literature
(O'Boyle et al., 2020).

These limitations collectively suggest that while
substantial evidence supports emotional intelligence's
importance in operations leadership, continued research,
cautious interpretation, and contextually informed
application remain essential.

VIIL. PRACTICAL IMPLICATIONS

The research synthesized in this review generates
substantial practical implications for organizations,

operations leaders, human resource professionals, and
educational institutions.

> Implications for Organizations

Organizations ~ should  integrate ~ emotional
intelligence assessment into operations leader selection
processes alongside traditional evaluation of technical
competencies. Practical implementation might include
structured behavioral interviews probing past situations
requiring emotional intelligence or validated ElI
assessment instruments (Craft, 2024; Patrick, 2025).

Leadership  development  programs  should
systematically incorporate emotional intelligence training.
Effective programs include self-assessment, conceptual
learning, experiential learning through role-plays or
simulations, regular practice with feedback, and coaching
support (Kotsou et al., 2019; Mattingly & Kraiger, 2019).
Organizations should design initiatives extending over
months rather than days, as El development requires
sustained practice.

Performance  management  systems  should
incorporate  evaluation of emotional intelligence
competencies alongside traditional operational metrics.
Balanced approaches might include metrics assessing
team engagement, psychological safety, retention, and
employee satisfaction (Smith-Daniels, 2024). Multi-
source feedback provides valuable information about
emotionally intelligent behaviors (Iparsons, 2025).

Organizational culture and systems should support
emotionally intelligent leadership. Organizations sending
contradictory messages espousing people's importance
while rewarding only technical outcomes create barriers to
emotionally intelligent leadership (Carnevale & Hatak,
2020).

» Implications for Operations Leaders

Individual operations leaders should prioritize self-
awareness development as the foundation for broader El
growth. Practical practices include reflective journaling,
mindfulness meditation, active solicitation of feedback
from trusted colleagues, and engagement with coaches or
mentors (Craft, 2024; Ramchunder & Martins, 2018).

Leaders should develop sophisticated emotion
regulation  strategies  enabling  effective  stress
management. Effective approaches involve cognitive
reappraisal, situation modification, and appropriate
emotional expression rather than emotion suppression
(Coté, 2017).

Creating psychological safety within teams
represents a high-leverage El application. Leaders create
psychological safety through welcoming questions and
input, responding non-defensively to concerns, framing
challenges as learning opportunities, and modeling
vulnerability by acknowledging mistakes (Patrick, 2025).

Deliberate attention to relationship building is
essential. Leaders should invest time understanding team
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members' perspectives through one-on-one conversations,
active listening, and genuine curiosity (Thompson, 2025;
Landry, 2019).

» Implications for Human Resource Professionals

HR professionals should expand leadership
competency models to explicitly include emotional
intelligence  dimensions  with specific behavioral
indicators alongside technical competencies (Boyatzis,
2018; O'Boyle et al., 2020).

Development of emotionally intelligent operations
leaders requires comprehensive learning journeys rather
than discrete training events. Effective programs integrate
initial assessment, conceptual learning, experiential
practice, workplace application with coaching, and
ongoing reinforcement (Siegling et al., 2020).

Talent management systems should incorporate
emotional intelligence data when making decisions about
high-potential identification, succession planning, and
stretch assignments. HR analytics might examine
relationships between operations leaders' El scores and
outcomes including team performance, retention, and
engagement (Nauman et al., 2022).

» Implications for Educational Institutions

Management education programs preparing future
operations leaders should integrate emotional intelligence
development throughout curricula rather than treating it as
an elective add-on. Educational programs should employ
pedagogical approaches that develop emotional
intelligence through experiential learning, practice,
feedback, and reflection rather than purely didactic
instruction (Mattingly & Kraiger, 2019).

Development Outcomes
+ Enhanced Self-Awareness
+ Improved Emaotion Regulation
+ Stronger Empathy Skills
+ Better Relationship Management

« Increasad Leadership Effectiveness

Phase 6: Sustaining

* Communities of Pracfice
* Ongoing Mentorship
* Confinuous Reassessment

Phase 5: Reflection

* Reflective Journaling
* Mindfulness Praclice

+ Leaming Integ ration\

Development Cycle Legend

ntial Phase Progression

Continuous Connection to Core R ded

A Cyclical Model of Continuous El Growth (Adapted from Kotsou et al., 2019; Mattingly & Kraiger, 2019)

Phase 1: Assessment

+ Self-Assessment Tools
* 360° Feedback
aseline El Measurement

Core El

Competencies

- Self-Awareness
= Self-Management

N

Phase 4: Feedback

* Coaching Sessions
* Peer Review
* Behavioral Observation

it Tii
Development Phase

6-12 months with ongoing reinforcement

Critical Success Factors
- Leadership Commitment
- Organizafional Suppaort
- Safe Leaming Environment
- Regular Practice Opportunifies

- Consistent Feedback Loops

Phase 2: Learning
= El Theory & Models
* Meuroscience of Emotions
* Leadership Applications

Phase 3: Practice

* Role-Playing Scenarios
* Simulations
* Real-World Application

Fig 4 The Emotional Intelligence Development Framework for Operations Leaders

Planning, and stretch assignments. HR analytics
might examine relationships between operations leaders'
emotional intelligence scores and outcomes including
team performance, retention, engagement, and career
progression, providing evidence informing talent
decisions (Nauman et al., 2022). Organizations might
identify developmental experiences particularly effective
for enhancing emotional intelligence and systematically
provide these experiences to emerging operations leaders.

HR professionals should advocate for and facilitate
organizational changes supporting emotionally intelligent

leadership. This might include revising performance
management systems to incorporate assessment of
leadership behaviors and team outcomes, adjusting
workload expectations and resource allocation to enable
leaders to invest time in people development and
relationship building, and ensuring that promotion and
reward systems value and recognize emotionally
intelligent leadership (Carnevale & Hatak, 2020). HR
professionals serve critical roles as internal consultants
helping  operations  leadership  recognize  how
organizational systems and culture affect leadership
effectiveness.
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» Implications for Educational Institutions

Management education programs preparing future
operations leaders should integrate emotional intelligence
development throughout curricula rather than treating it as
an elective add-on. While operations management courses
traditionally emphasize quantitative methods, process
analysis, quality management, and supply chain concepts
all important they should also systematically develop
students' emotional competencies (Clarke, 2020). This
integration might occur through case studies highlighting
emotional intelligence in operational leadership decisions,
team projects requiring collaboration and conflict
management, simulations creating emotional challenges
and learning opportunities, and reflective assignments
promoting self-awareness and learning from experience.

Educational programs should employ pedagogical
approaches that develop emotional intelligence rather than
merely teach about it. Didactic instruction about emotional
intelligence concepts proves insufficient; development
requires experiential learning, practice, feedback, and
reflection (Mattingly & Kraiger, 2019). Management
education might incorporate coaching or mentoring
relationships, structured feedback on interpersonal
behaviors during team projects, reflective journaling
assignments examining emotional reactions and learning,
and assessment of emotional intelligence with
personalized development planning. Faculty development
enabling professors to facilitate these learning approaches
would enhance educational effectiveness.

Business schools should consider emotional
intelligence alongside cognitive abilities and academic
achievement in admissions decisions for operations
management and related programs. Given evidence that
emotional intelligence significantly predicts professional
success, educational institutions selecting students solely
based on traditional academic metrics may miss
individuals with strong leadership potential while
admitting individuals who will struggle despite strong
analytical capabilities (Ramchunder & Martins, 2018).
Holistic admissions approaches considering diverse
indicators of potential, including emotional and social
capabilities, would improve selection effectiveness.

Educational institutions should forge stronger
partnerships with organizations to understand the practical
realities of operations leadership and design programs
addressing  these realities.  Academic-practitioner
partnerships might involve operations leaders serving as
guest speakers or mentors, students completing internships
or projects in operational settings, faculty conducting
research in organizational contexts, and collaborative
design of educational programs meeting organizational
needs (Rousseau, 2019). These partnerships would ensure
that educational programs develop competencies
including emotional intelligence that prove valuable in
actual operational contexts rather than remaining purely
academic.

Finally, educational institutions should model
emotionally intelligent leadership and organizational

practices, recognizing that implicit learning from
institutional culture and faculty behaviors significantly
influences students' leadership development. Faculty
demonstrating emotional intelligence in their interactions
with students, institutions creating psychologically safe
learning environments, and organizational cultures
valuing people and relationships alongside performance
send powerful messages shaping students' understanding
of effective leadership (Extremera et al., 2019).
Educational institutions should examine whether their
cultures and practices align with the emotionally
intelligent leadership they seek to develop in students.

FUTURE RESEARCH

This systematic review identifies multiple directions
for future research that would advance scholarly
understanding of emotional intelligence in operations
leadership while generating practical insights for
organizational application. These research directions
address both gaps in current knowledge and emerging
questions raised by existing findings.

» Longitudinal and Causal Research Designs

Future research should prioritize longitudinal designs
tracking operations leaders and their teams over extended
periods to establish more definitive causal relationships
between emotional intelligence and outcomes. While
cross-sectional ~ research  documents  correlations,
longitudinal approaches enable examination of temporal
precedence, reciprocal effects, and developmental
trajectories (Kotsou et al., 2019). Research questions
might include: How does operations leaders' emotional
intelligence develop over time? What experiences most
strongly enhance or diminish EI? How do changes in
leaders' emotional intelligence correspond to changes in
team and operational outcomes? Do emotionally
intelligent leaders experience different career trajectories
compared to leaders with lower EI, and what mechanisms
account for trajectory differences?

Experimental and quasi-experimental research
designs would strengthen causal inference beyond what
correlational designs allow. While randomized controlled
trials assigning organizations to EI development
interventions versus control conditions face practical
challenges, interrupted time-series designs, matched-
comparison designs, and regression discontinuity
approaches  provide methodologically  rigorous
alternatives (Shadish et al., 2020). Research might
examine effects of introducing El-focused leadership
development programs by comparing organizations
implementing  programs  to  carefully  matched
organizations not implementing them, measuring
outcomes before and after implementation across multiple
time points.

Research  should also investigate potential
bidirectional relationships between emotional intelligence
and outcomes. While the review emphasizes EI's influence
on performance, reverse causality likely operates
successful performance may enhance leaders' confidence,
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positive affect, and self-assessed emotional capabilities
(Maamari & Majdalani, 2019). Cross-lagged panel designs
or structural equation modeling approaches examining
reciprocal relationships over time would clarify these
dynamics and their implications for development and
selection strategies.

» Mechanisms and Moderators

Future research should more rigorously examine
specific  mechanisms  through  which  emotional
intelligence influences operational outcomes. While this
review identifies potential mechanisms including
psychological safety, trust, communication effectiveness,
and organizational citizenship behaviors, most existing
research infers rather than directly tests these mechanisms
through formal mediation analyses (Nguyen et al., 2019).
Research employing multilevel structural equation
modeling or path analytic approaches that test competing
mediational models would advance understanding of how
El effects operate. Such research might reveal that
different ElI dimensions influence outcomes through
distinct mechanisms, enabling more targeted development
interventions.

Investigation of boundary conditions and moderating
variables affecting when and for whom emotional
intelligence proves most consequential represents another
priority. Research questions might include: Does
emotional intelligence matter more in some operational
contexts (high uncertainty, rapid change, high
interdependence) than others (stable, routine, independent
work)? Do certain organizational cultures, structures, or
systems amplify or attenuate El's effects? Does the
relationship between leaders' EI and outcomes differ
across demographic groups, generations, or cultural
contexts? How do leaders' and team members' emotional
intelligence interact to influence collective outcomes?
Addressing these questions requires adequate sample sizes
and research designs enabling moderation testing (Bratton
et al., 2021).

Research examining the relative importance of
different emotional intelligence dimensions for various
operational outcomes would inform more targeted
development. While overall EI correlates with outcomes,
specific competencies may prove differentially important
for different challenges. For example, self-management
might particularly predict performance under stress, while
social awareness might especially influence change
management effectiveness, and relationship management
might critically determine cross-functional collaboration
success. Research identifying these differential
relationships would enable prioritization in development
programs and selection processes (Extremera et al., 2019).

» Emotional Intelligence Development Research
Research examining the effectiveness of different
emotional intelligence development approaches for
operations leaders represents a critical need. While
evidence indicates that EI can be developed, limited
comparative research examines which development
methods prove most effective and efficient (Mattingly &

Kraiger, 2019). Comparative studies might examine
coaching versus training approaches, individual versus
group-based development, mindfulness-based versus
cognitively-focused interventions, or varying durations
and intensities of development programs. Such research
would enable evidence-based recommendations about
development investment allocation.

Investigation of individual differences affecting
emotional intelligence development responsiveness would
inform personalized development approaches. Individuals
likely vary in their capacity and motivation for El
development based on factors including personality, prior
emotional experiences, cognitive abilities, and learning
orientations (Siegling et al., 2020). Research might
examine which individuals benefit most from which
development approaches, enabling matching of
individuals to optimal development strategies. This
personalization could significantly enhance development
effectiveness and efficiency.

Research should also examine sustainability of
emotional intelligence development effects and factors
supporting or undermining sustained behavior change.
Training effects that dissipate rapidly provide limited
value; understanding conditions enabling lasting
development would enhance intervention design (Kotsou
et al.,, 2019). Research questions might include: What
follow-up support sustains initial development gains?
How do organizational cultures and systems influence
whether developed EI competencies transfer to workplace
behavior? Do certain development experiences produce
more durable effects than others? How do life experiences
outside work influence EI development trajectories?

» Cross-Cultural and Contextual Research

Expanding research across diverse cultural contexts
represents a crucial priority given that existing research
draws predominantly from Western settings. Cultural
values, norms, and expectations significantly influence
emotional experience, expression, and regulation, as well
as leadership expectations (Hofstede, 2019). Cross-
cultural research might examine: How do cultural
dimensions (individualism-collectivism, power distance,
uncertainty avoidance) moderate relationships between
emotional intelligence and outcomes? Do culturally
adapted ElI models and measures demonstrate better
predictive validity than Western-derived approaches?
What leadership behaviors constitute emotionally
intelligent leadership across cultures? Such research
would enable culturally informed rather than culturally
insensitive application of EI frameworks.

Research should examine emotional intelligence's
relevance and operation across diverse operational
contexts beyond the manufacturing and service settings
dominating current literature. Different operational
environments including healthcare, logistics, energy,
agriculture, mining, construction, and public services
present distinctive demands, risks, team compositions, and
outcome criteria (Weick & Sutcliffe, 2020). Research
investigating EIl across these contexts would establish
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generalizability limits and identify context-specific
considerations for El application.

Investigation of emotional intelligence in virtual and
hybrid operational contexts addresses emerging
organizational realities. As remote work and distributed
teams become more common even in operational roles,
understanding how emotional intelligence operates when
face-to-face interaction diminishes becomes critical (Duan
et al, 2019). Research might examine: How do
emotionally intelligent leaders adapt their behaviors in
virtual contexts? Does emotional intelligence predict
outcomes as strongly in virtual as collocated teams? What
EI competencies prove most critical for virtual leadership?
How can organizations develop emotional intelligence
when development participants are geographically
distributed?

» Technology Integration Research

Research examining emotional intelligence's role as
operations become increasingly technology-enabled and
automated represents an important emerging direction. As
artificial intelligence, robotics, and automation transform
operational work, human roles shift toward more complex
problem-solving, exception handling, and coordination
activities potentially requiring heightened emotional
intelligence (Huang & Rust, 2018). Research might
explore: How do human-automation teaming effectiveness
depend on leaders' emotional intelligence? As routine
operational tasks automate, does emotional intelligence
become more or less important? What new emotional
intelligence competencies emerge as critical in highly
automated operational contexts? How should EI
development adapt to prepare leaders for technology-
augmented operations?

Research could also examine emotional intelligence's
influence on successful technology implementation in
operational contexts. Technology initiatives frequently fail
or underperform due to human factors including resistance
to change, inadequate training, and poor change
management (Zhao & Rashid, 2020). Emotionally
intelligent leadership might significantly predict
technology implementation success through mechanisms
including effective communication about change,
management of employee concerns and resistance, and
creation of psychological safety enabling learning new
systems. Research examining these relationships would
provide practical guidance for technology-dependent
operational transformations.

» Measurement Development

Development and validation of operations-specific
emotional intelligence assessment instruments represents
a methodological priority. While numerous general El
measures exist, instruments tailored to operational
contexts and challenges might demonstrate superior
predictive validity for operational outcomes. Such
instruments might incorporate scenarios, items, and
competency definitions specifically relevant to operations
leadership situations including crisis management,
resource constraint navigation, quality issue resolution,

and safety leadership (MacCann et al., 2020). Rigorous
psychometric validation in diverse operational samples
would ensure measurement quality.

Research examining relationships among different
emotional intelligence conceptualizations and measures
would clarify whether ability-based, mixed, and trait
approaches capture overlapping or distinct constructs, and
which approaches best predict operational leadership
effectiveness (Joseph & Newman, 2019). While
theoretical debates continue regarding optimal El
conceptualization, empirical comparative research using
multiple measures within the same samples could provide
evidence informing these debates and practical
measurement choices.

Investigation ~ of  multi-method  assessment
approaches combining self-report, 360-degree feedback,
and ability-based measures would identify optimal
assessment strategies. Each measurement approach offers
advantages and limitations; research might reveal that
combinations provide more comprehensive and valid El
assessment than any single method (Petrides et al., 2018).
Such research would inform selection and development
assessment practices.

» Team-Level Emotional Intelligence Research

Research  examining  team-level  emotional
intelligence as a collective phenomenon beyond individual
leaders' El represents an important direction. While this
review focuses on leader emotional intelligence, team
members collectively contribute to team emotional
capabilities (O'Boyle et al., 2020). Research might
examine: How do individual team members' emotional
intelligence aggregate to create collective team EI? Do
teams with high average EI but low EI leaders perform
differently than teams with low average EI but high EI
leaders? Can teams develop collective emotional
competencies distinct from individual members'
capabilities? Such research would inform team
composition strategies and team-based development
interventions.

Investigation of emotional contagion processes and
emotional regulation at the team level would advance
understanding of collective emotional dynamics in
operational contexts. Research might examine how
leaders' emotional states spread through teams, how teams
collectively regulate emotional responses to challenges,
and how emotional climate influences operational
decision-making and performance (Clarke, 2020).
Understanding these collective processes would enable
more sophisticated interventions targeting team rather than
only individual levels.

» Dark Side and Boundary Conditions

Research examining potential negative aspects or
misapplications of emotional intelligence represents a
neglected but important direction. While EI research
typically assumes positive effects, high emotional
intelligence might enable manipulation, impression
management, or strategic emotional displays serving self-

299



interest rather than organizational benefit (C6té, 2017).
Research might investigate: Under what conditions does
high EI produce harmful rather than beneficial outcomes?
Can emotional intelligence be developed and applied
unethically? How do personality factors interact with
emotional intelligence to determine whether EI serves
prosocial or antisocial purposes? Such research would
provide more balanced understanding acknowledging that
emotional capabilities can serve various ends.

Investigation of potential nonlinear relationships and
optimal EI ranges for operational leadership would test
assumptions that more emotional intelligence universally
produces better outcomes. Curvilinear relationships might
exist if extremely high emotional sensitivity overwhelms
leaders with emotional information or leads to prioritizing
emotional concerns over operational requirements
(O'Boyle et al., 2020). Research examining whether
optimal EI ranges exist for different operational contexts
would refine selection and development strategies.

» Integration with Other Leadership Constructs

Finally, research integrating emotional intelligence
with other established leadership constructs including
authentic leadership, servant leadership, transformational
leadership, and ethical leadership would clarify
relationships among these related but conceptually distinct
frameworks (Bratton et al., 2021). Research questions
might include: How does emotional intelligence relate to
and interact with these other leadership approaches? Does
El represent a foundational capability enabling other
leadership styles? Do different leadership approaches
require different El profiles? Such integrative research
would advance coherent understanding rather than
proliferation of disconnected leadership frameworks.

These future research directions collectively offer
pathways for advancing scholarly understanding while
generating practical insights enabling more effective
development and application of emotional intelligence in
operations leadership. The substantial existing evidence
establishes emotional intelligence's importance; future
research can refine understanding of how, when, for
whom, and under what conditions EI most powerfully
influences personal growth, operational excellence, and
team performance.
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