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Harnessing Emotional Intelligence for Effective 
Leadership in the Technology Sector

Madan Dhungana1   , Suman Tamang2 

Abstract
Purpose – This paper focuses on the Nepalese technology sector 
and aims to investigate the specific dimensions of Emotional 
Intelligence (EI) that are most critical for leadership effectiveness. 
It examines the relationship between leadership effectiveness and 
five independent variables: self-awareness, social skills, cultural 
intelligence, resilience, and decision-making, aiming to determine 
their influence on leadership outcomes.
Design/methodology/approach – This study employs descriptive 
and correlational research designs to examine the impact of 
emotional intelligence factors on leadership effectiveness. Data 
were gathered using a cross-sectional method from a sample 
of 279 corporate employees in six IT companies in Nepal. The 
questionnaire uses a 5-point Likert scale.

Findings and conclusion – The study finds that emotional 
intelligence is a critical factor in effective leadership, as it enables 
leaders to understand and manage their emotions and those 
of their team members. The independent variables examined in 
this research are crucial elements of emotional intelligence, each 
contributing to various facets of leadership.

Implications – The study emphasizes how important emotional 
intelligence is to team dynamics, leadership, and organizational 
success. Prioritizing emotional intelligence (EI) training for 
leaders is critical for organizations because it can greatly improve 
employee motivation, conflict resolution, and interpersonal 
relationships. Additionally, a crucial tactic to address team needs 
and promote a positive workplace culture is the integration of 
EI assessment into leadership development and recruitment 
programs.

Keywords: Cultural intelligence Emotional intelligence, IT sector, 
leadership effectiveness, self-awareness
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Abstract 

 
Purpose – This paper was intended to examine the effects of green HRM 
practices on organizational sustainability in Nepalese life insurance 
companies. The ongoing discourse on green HRM practice as a key 
organizational strategy for organizational sustainability has been paid 
attention of many researchers across the globe. 

Design/methodology/approach – In order to give a general overview of 
present scenario on implementation of green HRM practices and their 
connection to corporate sustainability, this research used a descriptive 
research design. For this, the study has gone through structured 
questionnaires to collect primary data from the sample of 190 officer-level 
employees across nine eldest life insurance companies in Nepal. 

Findings – This study found that Nepalese life insurance companies are in 
the early period of applying green HRM practices. However, the regression 
analysis demonstrated that emerging practices of green HRM has made 
significant positive contribution to organizational sustainability. The findings 
of this research depicted that sampled organizations have realized benefits 
of green HRM practices. This study concluded that the gap existed because 
of the lack of awareness towards handling the green issues in Nepalese 
context. 

Practical Implications – This study will be productive to make constructive 
decision for applying the approach of green HRM for long run existence 
of corporations. Yet, this paper has some uncovered areas of green HRM 
practices as to state best green HRM practices which contribute to achieve 
organizational sustainability in different backgrounds of emerging nations. 
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1. Introduction
Emotional intelligence has generated 
increasing interest, and organizations 
consciously focus on developing their 
leadership potential by correctly employing 
emotional intelligence (Sadri, 2012). The idea 
of emotional intelligence has been around for 
several decades. Still, it has gained increasing 
attention and recognition in recent years, 
particularly in the context of leadership and 
workplace performance. The significance of 
emotional intelligence in areas like employee 
engagement, team success, and leadership 
development has gained more attention 
during the past ten years. A study by Clarke 
(2010) suggested that influential leaders 
serve as role models within a group by being 
attentive to members’ emotions and striving 
to create a positive atmosphere. Additionally, 
Ashkanasy and Tse (2000) asserted that 
transformational leaders know their emotions. 
This self-awareness allows them to assess 
their emotional expressions, understand the 
emotions of others, and respond effectively 
to their needs. Numerous studies have shown 
that leaders with high emotional intelligence 
are more effective in guiding and inspiring 
their teams (John & Niyogi, 2019; Prezerakos, 
2018; Lone & Lone, 2018; Issah, 2018). These 
statements have also received strong support 
from other practitioners, as evidenced by the 
numerous programs designed to increase 
leaders’ EI.
Leadership is a deeply emotional process 
where leaders understand and regulate the 
emotions of their followers (Humphrey, 2002). 
Correspondingly, the ability to recognize, 
comprehend, control, and express one’s own 
and others’ emotions, as well as to use this 
understanding to guide an individual’s conduct 
and thinking, improve social interactions 
and coping mechanisms, and advance one’s 
own and other people’s achievement are all 
examples of emotional intelligence (Kaur, 
2021). Emotional intelligence is categorized 
into self-awareness, social skills, cultural 
intelligence, resilience, and decision-making 
that affect individuals’ leadership qualities.
For nearly three decades, researchers have 

explored the relationship between emotional 
intelligence, leadership, and job success 
(O’Boyle Jr. et al., 2011; Kim & Kim, 2017). The 
importance of a leader’s ability to understand 
and influence their subordinates’ emotions is 
highlighted by Mayer and Salovey (1990), who 
contributed to the early stages of emotional 
intelligence research. This ability is necessary 
for building positive relationships. Although 
emotional intelligence (EI) has been identified 
as a crucial component of effective leadership, 
there is a lack of consensus regarding the 
elements of EI that are most important for 
leadership success (Goleman, 1998; Gardner 
& Stough, 2002; Mayer et al., 2004; Walter et 
al., 2011). For a comprehensive understanding 
of the role of EI in leadership, it is imperative 
to explore its relationship with leadership 
effectiveness in a wide range of industries and 
cultural contexts. In addition, multiple studies 
have repeatedly shown that successful and 
influential leaders have emotional intelligence 
traits like self-awareness and receptivity to 
their own and others’ emotions (Zeidner et al., 
2004). 
Emotional intelligence is becoming 
increasingly significant in the Nepalese 
corporate sector as businesses adjust to 
contemporary management techniques and 
deal with the difficulties of a globalized 
economy. Nepal’s corporate sector is 
expanding quickly, especially in the rapidly 
developing technology sector. Leaders who 
can oversee not just operational and technical 
responsibilities but also their teams’ mental 
and emotional health are essential for employee 
wellbeing. According to research, leaders with 
high emotional intelligence can better make 
wise decisions, manage stress with confidence, 
and inspire and motivate their teams—all 
of which enhance overall organizational 
performance (Wong & Law, 2002).

This study is significant and relevant 
given the growing significance of 
emotional intelligence in the innovative, 
fast-paced corporate world, especially in the 
technology sector. It seeks to identify the 
most crucial EI elements and how successful 
leadership in IT sector organizations correlates 
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with each. To facilitate effective leadership in 
the IT industry, the study provides valuable 
insights to close the gap between theory and 
practice by providing practical insights into 
the EI competencies that drive leadership 
effectiveness.

2. Literature Review and Hypotheses 
Development
Several studies on emotional intelligence in 
leadership have explored the relationship 
between emotional intelligence and effective 
leadership in diverse circumstances. (Mills 
(2009) and Augusty and Mathew (2019) have 
revealed a relatively substantial association 
between emotional intelligence (EI) and 
effective leadership because emotionally 
intelligent leaders are better at 
recognizing and attending to the needs of their 
subordinates. Palmer et al. (2001) stated that 
transformative leadership is linked to emotional 
intelligence.  Leaders with high EI exhibit 
enhanced conflict resolution, relationship 
building, communication, and decision-
making abilities (Sintya et al., 2023). These skills 
help them lead others to perform better both 
individually and collectively. Emotional 
intelligence includes self-awareness, social 
intelligence, cultural intelligence, resilience, 
and decision-making (Goleman, 1996; Crowne, 
2009; Navaneedhan & Kamalanabhan, 2020; 
Cabral et al., 2020).
Emotional Intelligence
The theory of emotional intelligence was first 
introduced by Daniel Goleman in his 1995 
book “Emotional Intelligence: Why it can 
matter more than IQ.” Goleman (2001) asserts 
that emotional intelligence refers to a set of 
abilities that allow individuals to perceive, 
understand, and regulate their own emotions, 
as well as the emotions of others. Executives 
and managers are now required in businesses 
to be able to reflect on their emotions in order 
to better demonstrate their emotional efficacy, 
which fosters positive working relationships 
(Pradhan et al., 2017). This ability is regarded 
as crucial for those in management since 
effective working relationship management 
promotes organizational performance, which 

drives the business towards organizational 
success (ALnuaimi et al., 2015).
Effective Leadership
Leadership can be defined as the capacity to 
establish and sustain a group that outperforms 
its competitors. Consequently, the evaluation 
of leadership should be based on the group’s 
performance over time (Hogan & Kaiser, 
2005). The primary responsibility of effective 
leadership is to provide attentive guidance 
and direction to their subordinates. Leaders 
can steer employees towards a shared vision 
and effectively serve as supervisors who aid 
in the development of their team members’ 
skills and abilities. This proactive approach 
contributes to enhancing employees’ 
performance to its fullest potential (Chalise 
& Pokhrel, 2022). When necessary, leaders 
take calculated risks, speak out against the 
status quo, and step forward to assume 
responsibility and display initiative. In real 
life, this kind of behavior necessitates strong 
strategic reasoning, effective interpersonal 
communication, and emotional intelligence 
(Edmonstone & Western , 2002).
Emotional Intelligence and Leadership
Research has shown that leaders who 
consistently surpass their colleagues in 
performance possess not only the necessary 
technical abilities but also proficiency and 
leadership abilities in various aspects of 
Emotional Intelligence (Batool, 2013). Leaders 
who have high levels of emotional intelligence 
are better able to inspire and motivate their 
followers, build strong relationships, and 
achieve their goals. Furthermore, emotional 
intelligence is a critical factor in effective 
leadership as it enables leaders to understand 
and respond to the emotions and needs of 
their followers, build trust and rapport, and 
communicate effectively (Boyatzis et al., 2000). 
Goleman (2001) asserts that members might 
be motivated by both a strong desire to meet 
objectives and an interest in retaining scores. 
As a result, leaders who exhibit emotional 
intelligence traits have a better chance of 
assembling a team that shares their values 
and can drive transformation. Self-awareness, 
social skills, cultural intelligence, resilience, 
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and decision making were chosen as the 
emotional intelligence domains that have an 
influence on leadership for this study.
Relationship between self-awareness and 
effective leadership
A person with strong self-awareness 
understands what and why they want certain 
things, and they are more driven to make 
those things happen. Additionally, he or 
she is aware of their limitations and avoids 
taking unwarranted chances (Goleman, 2019). 
Boyatzis et al. (2000) researched how emotional 
intelligence and leadership effectiveness are 
related arguing that leaders with high 
scores in social awareness, self-awareness, 
relationship management, and self-
management were more likely to be viewed 
as effective by managers. The results suggest 
that this emotional  inteligence component 
is essential for successful leadership. On the 
basis of the above explanation, we hypothesize 
that:
H1: There is significant positive impact of self-awareness 
on effective leadership.
Relationship between Social Skills and 
Effective Leadership
Strong social skills enable leaders to interact 
positively with their followers, communicate 
clearly, and work cooperatively to accomplish 
shared objectives. If executives of construction 
industry are to achieve more successful 
project outcomes in the future, social skills 
and empathy are essential behaviors related to 
emotional intelligence (Butler & Chinowsky, 
2006). The study’s findings clearly show a 
relationship between leadership behavior 
and emotional intelligence in construction 
managers. Moreover, this correlation is 
strong, as evidenced by established criteria in 
social science research. Based on the literature 
mentioned, the following hypotheses has been 
proposed; 
H2: There is positive relationship between social skills 
and effective leadership.
Relationship between Cultural Intelligence 
and Effective Leadership
High-level culturally intelligent leaders are 
better equipped to lead multicultural teams, 

handle difficult cross-cultural disputes, and 
forge bonds with people from various cultural 
backgrounds (Earley & Ang, 2003; Thomas 
& Inkson, 2004). Emotionally intelligent 
leaders can apply cultural intelligence to 
inspire and convince this group of followers 
to accept the recommended change and put 
in a lot of effort to contribute successfully 
toward achieving the corporate goal. 
Accurate social perception allows individuals 
to gain considerable knowledge of other 
group members’ attitudes, goals, and interests 
(Srivastava, 2013), which enable members 
see their unspoken needs and help them 
create goals that might be accepted. Based 
on the literature mentioned, the following 
hypotheses has been proposed;
H3: There is positive relationship between cultural 
intelligence and effective leadership.
Relationship between Resilience and Effective 
Leadership
Resilient leaders can better control their stress 
levels, deal with ambiguity, and change course 
when necessary. Additionally, their followers 
are more inclined to see them as capable and 
encouraging leaders (Luthans et al., 2007). 
According to Moore (2009), emotions that are 
upsetting, exhilarating, positive or “negative,” 
motivating or de-motivating, and challenging 
the abilities of any person” entrusted with 
overseeing the change can occur in any 
changing organizational environment. 
Leaders who are self-aware and resilient are 
also self-assured. The leaders’ confidence in the 
change they want to accomplish may impact 
the followers’ belief in their abilities to do the 
same. Based on the literature mentioned, the 
following hypotheses have been proposed; 
H4: There is significant positive relationship between 
resilience and effective leadership.
Relationship between Decision making and 
Effective Leadership
(Lubbadeh, 2020), a leader with great 
emotional intelligence can translate and 
realize the responses and feelings of their 
team members and take right decisions at 
the right time analyzing the impact on their 
behavior. A leader who has a high EQ will be 
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better able to drive each person toward a more 
engaging and productive atmosphere, foster 
employee dedication, and create an interactive 
work environment. A leader’s EQ is crucial in 
determining how they interact with his team, 
which in turn affects how well they do, how 
motivated they are, and how they engage with 
one another at work. Based on the previous 
studies, the following hypothesis has been 
developed.
H5: There is significant positive impact of 
decision making on effective leadership

Research Framework

Figure 1: Research framework

Operationalization of the Variables 
Self-awareness 
An essential element of emotional intelligence 
(EI) is self-awareness, the basis for all other 
EI dimensions (Malekar, 2007; 
Antonopoulou, 2024). The ability to tune 
into one’s emotions and sentiments and 
understand how they affect our thoughts, 
bodies, behaviors, and relationships with 
others at any given time is known as self-
awareness (Wamsler & Restoy, 2020).
Social skills 
Social skills are closely related to emotional 
intelligence and personality traits. Emotional 
intelligence requires social abilities, 
which are essential for both academic and 
personal success. These skills are necessary 
for maintaining relationships, regulating 
emotions, and achieving goals (Lechner et al., 

2022; Soto et al., 2022; Trigueros et al., 2020). 
Cultural intelligence
The capacity to perform well in cross-cultural 
settings is known as cultural intelligence 
(CQ) (Van Dyne et al., 2018). CQ may also 
relate to characteristics of individuals who 
swiftly adapt in cross-cultural encounters and 
behaviors deemed intelligent in particular 
cultures (Brislin et al., 2006).
Resilience 
Resilience is necessary for emotional 
intelligence to handle problems, control stress, 
and maintain well-being. It is the ability to cope 
with hardship, stress, or disaster adequately 
(Wu et al., 2013; Richards & Dixon, 2020).
Decision making
Understing motivations  behind decisions and 
how those decisions affect other people 
requires the ability to acknowledge one’s own 
feelings when making decisions. Decision-
makers who are considerate of others’ feelings 
may be able to avoid undesirable outcomes by 
attending to these emotional concerns prior 
to making a decision (Huy, 1999; Goleman, 
2001; Boyatzis et al., 2000). 
Effective leadership 
Effective leadership refers to a leader’s ability 
to inspire, guide, and influence others to 
achieve organizational goals while fostering 
a positive work environment. Leaders guide, 
equip, and influence followers, aligning 
their efforts with the organization’s mission 
and objectives (Weinfurter, 2013; Karauri & 
Kyongo, 2024). 

3. Method
The impact of emotional intelligence factors 
on leadership effectiveness is investigated 
through descriptive and correlational 
research designs. Scientific methods were 
utilized for data collection, classification, and 
analysis. Using cross-sectional survey method, 
the study analyzed data all at once. 
Ugoani et al. (2015) has examined the 
connections between leadership and emotional 
intelligence using a correlational design, 
demonstrating the suitability of this method. 
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The sampling population comprises corporate 
workers from six IT companies located in 
Lalitpur district of Nepal. Based on this criterion, 
companies were selected, and 279 respondents 
were selected proportionately from these 
companies. Data from 279 respondents 
were collected using convenience sampling 
technique, which minimized sample selection 
bias while ensuring practical accessibility. The 
study is more pertinent to Nepal’s corporate 
technology sector as it focuses on workers in 
the IT sector in a particular area. Respondents 
who voluntarily take consent to participate in 
the study and are reachable are considered 
for convenience (Fink, 1995; Frey et al., 2000; 
MacNealy, 1999; Henry, 2009).
A structured questionnaire survey has been 
created to collect primary data directly from the 
chosen sample. The questionnaire was divided 
into three sections. The first section consisted 
of demographic information, the second 
with dependent and independent variables 
statements, and the third section comprised 
of an open-ended question. The quantitative 
factors in this study were assessed using a 
5-point Likert scale (1=”strongly disagree”, 
2=”disagree”, 3=’neutral”, 4=”agree” and 
5=”strongly agree”).
The dependent variable i.e. leadership 
effectiveness consisted of six statements 
adopted from (Yukl, 2012) and the research 
employed a set five independent variables, 
four items each for resilience and decision 
making from (Drigas et al., 2022), four items 
on self-awareness from (Goleman, 1995), six 
items on cultural intelligence from (Ang & 
Dyne, 2008) and five items on social skills from 
(Paoletti & Ben-Soussan, 2021). Microsoft Excel 
and SPSS 26 version were used to analyze the 
data. The data were analyzed to determine 
the associations between the variables using 
descriptive statistical methods, correlation, 
and regression analysis.
The model for the regression analysis:

Y= β0 + β1X1 + β2X2 +β3X3 +β4X4 + β5X5
Where, Y= Effective Leadership
β0 = Constant

X1= Self Awareness
X2 = Social Skills
X3=Cultural Intelligence
X4= Resilience
X5= Decision Making

4. Findings
Demographic Information
The questionnaire asked respondents to 
provide their demographic details such as 
age, gender, duration of employment along 
with their opinion regarding importance of 
emotional intelligence.

Demographic Variables Classification Frequency Percent
Age

18-21 5 1.8
22-25 111 39.8
26-29 133 47.7
30+ 30 10.8

Gender
Female 143 51.3
Male 134 48.0
Others 2 0.7

Importance of EI (Scale)
0-3 11 3.9
4-6 82 29.4
7-10 186 66.7

Age revealed that about 47.7% of respondents 
were between the age group 26-29 indicating 
that majority of the respondents were in 
their late twenties. With respect to gender, 
51.3% were female, 48% male and 0.7% 
belonging to other category. Out of the total 
279 respondents, the majority, at 66.7%, agrees 
that emotional intelligence plays a vital role in 
effective leadership selecting the scale option 
between 7-10. In contrast, only 3.9% found 
emotional intelligence to be relevant about 
leadership. Lastly, 29.4% of respondents 
believed that emotional intelligence is 
moderately important in leadership.

Instrument Validity and Reliability
In order to ensure the accuracy and 
consistency of the results obtained from the 
data collected, reliability of the instruments 
was assessed using SPSS to examine the 
internal consistency of the variables measured 
by the questionnaires.

Table 2
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Reliability Analysis

Variables Cronbach's 
Alpha Items deleted No. of items 

retained
Self-Awareness 0.94 - 4
Social Skills 0.94 1 4
Cultural Intelligence 0.91 2 4
Resilience 0.92 - 4
Decision Making 0.93 - 4
Effective Leadership 0.96 - 6

Table 2 presents the Cronbach’s Alpha values 
for both the dependent and independent 
variables. After deleting some items as 
mentioned in the table the variables in the 
study has an alpha value of more than 0.7, 
it suggests that there are no significant 
issues with internal consistency. This 
means the items within each variable of the 
research instrument are measuring the same 
underlying construct consistently and reliably 
(Sekaran & Bougie, 2016). This enhances the 
validity of the questionnaire as it indicates 
that the questions are measuring what they are 
intended to measure. Overall, the reliability of 
the questionnaire used in this study provides 
confidence in the results obtained and adds to 
the credibility of the findings.
Descriptive Statistics
This section of the research uses central 
tendencies to describe and explain the data; 
mean, and standard deviation are frequently 
the best ways to convey the data size since 
they offer crucial information about the 
distribution and variability of the responses. 

Table 3
Descriptive statistics of Variables

Variables Mean Std. Deviation
Self-Awareness 3.7007 1.0729
Social Skills 3.7384 1.1626

Cultural Intelligence 3.6909 .96340

Resilience 3.7885 1.0590

Decision Making 3.6765 1.1182

Effective Leadership 3.7581 1.0977

Table 3 is evident that the average scores 
for self-awareness, social skills, cultural 
intelligence, resilience, decision-making, and 
effective leadership are 3.7007, 3.7384, 3.6909, 
3.7885, 3.6765, and 3.7581, respectively. These 

outcomes imply that all of these factors lean 
towards agreement, as they range mostly 
between the scales of 3.5 and 4, which is 
leading towards “agree” indicating that 
these variables positively impact effective 
leadership.
Correlational Analysis
Pearson correlation analysis is a useful 
technique that evaluates the strength and 
direction of the relationship between the 
variables. The correlation coefficient (r) must 
be between -1 and 1 in order to perform a 
Pearson correlation analysis. By employing 
Pearson correlation analysis, one can establish 
the connection between the dependent 
variable, such as effective leadership, and 
the independent variables, including self-
awareness, social skills, cultural intelligence, 
resilience and decision-making.

Table 4
Correlation between dependent and independent 
variable

Self
Awareness

Social
Skills

Cultural
Intelligence Resilience

Decision
Making

Effective
leadership

Self-Awareness 1

Social Skills .896** 1

Cultural 
Intelligence .897** .872** 1

Resilience .830** .845** .888** 1
Decision 
Making .912** .861** .904** .836** 1

Effective 
leadership .888** .873** .878** .866** .858** 1

Table 4 shows a high positive correlation 
coefficient between independent variables 
and effective leadership, with coefficients 
of 0.888, 0.873, 0.878, 0.866, and 0.858. This 
implies that effective leadership traits are 
more likely to be displayed by leaders who 
have a higher level of self-awareness, social 
skills, cultural intelligence, resilience, and 
decision-making. Leaders with these traits can 
better comprehend their own strengths and 
shortcomings as well as the effects they have 
on those around them.
Regression Analysis
The objective of regression analysis is to 
ascertain the presence of a causal connection 
between the variables under investigation.
Table 5
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Regression Summary Model
Model Summary

Model R R Square Adjusted 
R Square

Std. Error of the 
Estimate Durbin-Watson

1 .923a .852 .850 .42552 0.590

The table 5 presents a model for the data with 
an R value of 0.923 and an R-squared value 
of 0.852. This indicates that the independent 
variables (self-awareness, social skills, cultural 
intelligence, resilience, and decision making) 
account for 85.2 percent of the variation in 
the dependent variable (effective leadership). 
In other words, the model explains high 
variability in effective leadership based on 
these specific independent variables.

Table 6
Regression Analysis

Unstandardized
Coefficients

Collinearity
Statistics

B Std. Error t Sig. Tolerance VIF
(Constant) .040 .103 .388 .698

Self-Awareness .343 .071 4.860 .000 .114 8.786

Social Skills .185 .055 3.367 .001 .160 6.261

Cultural Intelligence .139 .079 1.752 .081 .112 8.961

Resilience .295 .055 5.319 .000 .189 5.284

Decision Making .035 .064 .555 .579 .129 7.749

Table 6 demonstrates the result of regression 
analysis, based on unstandardized coefficients 
beta value, it can be shown that the impact 
of self-awareness on effective leadership in 
corporate sector with value 0.343 is greater 
than other. There is significant relationship 
between self- awareness, social skills, 
resilience and effective leadership with Sig. 
value 0.000, 0.001 and 0.000 respectively. 
Furthermore, the VIF of all the variables is less 
than 10 i.e. (VIF<10) which indicates that there 
is no presence of multi-collinearity between 
the independent variables.

Table 7
Hypothesis Testing
S.N. Hypothesis Result
H1 There is significant positive impact of self-awareness on effective leadership. Accepted

H2 There is significant positive relationship between social skills and 
effective leadership. Accepted

H3 There is significant positive relationship between cultural intelligence 
and effective leadership. Rejected

H4 There is significant positive relationship between resilience and effective 
leadership. 

  Accepted

H5 There is significant positive impact of decision making on effective 
leadership. Rejected

5. Discussion
Emotional intelligence has acquired 
attention for their relevance in carrying 
out the obligations and responsibilities of a 
leader, even if there are other crucial factors 
to leadership growth. We contend that to 
promote a truly collaborative culture, leaders 
must improve their emotional intelligence 
abilities and competences. This study focused 
primarily on emotional intelligence and 
effective leadership, with the goals of analyzing 
how emotional intelligence affects leadership 
effectiveness  and determining the connections 
between emotional intelligence components 
and effective leadership. The research indicates 
that the relationship between self-awareness 
and effective leadership is significant. The 
finding is consistent with Al-Zu’bi (2015) who 
found that the leader with self-awareness trait 
is more likely to succeed in a leadership role 
showing that the effect of self- awareness on 
development of leadership is significant.
Moreover, the results indicate a significant 
relationship between social skills and effective 
leadership, which aligns with the research 
conducted by Al-Zu’bi (2015), which also 
demonstrated that leaders possessing strong 
social skills are more likely to succeed in their 
leadership roles. This further emphasizes the 
significance of social skills in the development 
of leadership effectiveness. The study found 
no significant correlation between cultural 
intelligence and leadership. This finding rejects 
hypothesis (H3). The results are contradicting 
with the findings of Ahmad and Saidalavi 
(2019), whose study highlighted the significant 
relationship between cultural intelligence and 
global leadership effectiveness. Therefore, 
the current study’s results differ suggesting 
a discrepancy in the relationship between 
cultural intelligence and effective leadership 
across different contexts or samples.
Additionally, the study shows that there is 
significant relationship between resilience and 
effective leadership. As a result, hypothesis 
(H4) is accepted and this finding goes together 
with the findings of Nguyen et al. (2016), who 
reported a positive and significant association 
between employee resilience and leadership. 
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In their study, they observed that higher levels 
of resilience among employees were linked to 
more effective leadership behaviors.  Also, 
another finding suggests that decision making 
doesn’t significantly impact leadership 
effectiveness Therefore, the hypothesis (H5) 
is rejected. This finding goes against with a 
study conducted by Ejimabo (2015), which 
emphasized the significance of leadership’s 
ability to comprehend the factors that 
influence the decision-making process within 
their organization. The study emphasized 
that this understanding plays a crucial role in 
making informed decisions that contribute to 
the progress and success of the organization 
which does not support the current study’s 
findings.
The present study’s findings regarding 
the positive and significant impact of self-
awareness, social skills and resilience on 
effective leadership are in line with previous 
literature and scholars who have extensively 
studied the related field. These findings 
support and validate the existing body of 
knowledge on the subject. However, the 
study’s results indicating the lack of significant 
impact of cultural intelligence and decision 
making on effective leadership are inconsistent 
with the scholarly reviews conducted thus far. 
Previous research and scholarly literature have 
often highlighted the importance of the factors 
in shaping effective leadership behaviors and 
outcomes. Therefore, these findings present a 
deviation from the established understanding 
in the field.

6. Conclusion
The research conducted concludes that self-
awareness, social skills and resilience skills 
had a more substantial impact compared to 
cultural intelligence and decision making, 
underscoring the critical importance of these 
skills in effective leadership. Overall, these 
various analytical approaches provided 
a comprehensive understanding of the 
population, their leadership characteristics, 
and the factors that contribute to effective 
leadership. Comprehensively, the research 
revealed a clear and significant link 

between these characteristics, adding to 
our understanding of the population. 
These findings can aid the development of 
focused training programs for IT companies. 
These companies can enhance team 
dynamics, decision-making, and overall 
organizational performance by developing 
their current and future leaders’ emotional 
intelligence (EI). This research will benefit IT 
organizations, policymakers, and researchers 
by expanding our understanding of 
effective leadership. Giving them the 
ability to choose and nurture leaders who 
can succeed in the cutthroat, technologically-
driven  environment  will  strengthen  the 
bonds  of  community  and  inclusion  among 
all parties.

7. Implications
Theoretical Implications
Exploring the impact of emotional intelligence 
on leadership effectiveness, this study 
contributes to our understanding of the 
underlying mechanisms that drive successful 
leadership. By highlighting the importance of 
emotional intelligence as a key component in 
effective leadership, this research can improve 
the theories and models of leadership already 
in use. By emphasizing the significance of 
not only cognitive and technical skills but 
also the emotional components of leadership, 
it can help us clarify and broaden our 
understanding of the multifaceted nature of 
effective leadership. Furthermore, this study’s 
theoretical ramifications go beyond the field 
of leadership. Team dynamics, employee 
engagement, and organizational success are 
just a few of the domains where emotional 
intelligence has been related to many favorable 
results. This study can further debate on how 
emotional intelligence affects numerous facets 
of organizational behavior and functioning 
by demonstrating a link between emotional 
intelligence and successful leadership.
Managerial Implications
The conclusions of this study have applications 
for leaders and organizations looking to 
improve leadership effectiveness and foster a 
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pleasant workplace culture. According to the 
research, firms should place a high priority 
on the training of their leaders in emotional 
intelligence abilities and competences. 
Organizations may provide their leaders 
with the skills they need to negotiate tricky 
interpersonal relationships, motivate their 
employees, and resolve disputes by investing 
in training and development initiatives that 
emphasize emotional intelligence. The results 
underline how crucial it is to choose and 
advance leaders who exhibit high levels of 
emotional intelligence. Organizations should 
think about evaluating candidates’ emotional 
intelligence together with other credentials 
and experience throughout the recruiting 
and selection process. It is more likely that an 
organization will have effective leaders who can 
recognize and address the needs and emotions 
of their team by identifying people with high 
emotional intelligence. Besides, the study 
highlights the value of on-going programs 
for leadership development that emphasize 
raising emotional  intelligence. Giving  leaders 
access  to  materials  and  opportunities  for 
ongoing  learning  may  help  them  become 
more  effective  at  managing  relationships, 
leading  teams,  and  accomplishing  corporate 
objectives.
8. Limitations and Direction for Future 
Research
This research has its own set of limitations, 
much like previous studies. The use of 
convenience sampling, which raises questions 
about the generalizability of the results, 
is a significant restriction. It’s critical to 
understand any potential biases and the poor 
representativeness of this sample technique. 
Furthermore, the study’s small sample size 
of only 279 participants from the Lalitpur 
region further restricts the conclusions’ 
generalizability. It is advised to broaden the 
coverage region and enhance the sample size 
in order to guarantee that future studies are 
more representative. Additionally, the use 
of a Google Form for data collection in this 
study raises the risk of respondents recalling 
respondents’ deliberate selections incorrectly. 
Also, this study offers future researchers a 

chance to investigate other factors of emotional 
intelligence in development of leadership.
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