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Abstract: The article aims to define a behavioral matrix regarding the style of leadership applied to the management in
a public company. The dimensions include communication and persuasion, ethics, empathy, knowledge and information
management, the desire to learn, the objective’s achievement, adaptability, innovation, and decision making. The
behavioural competencies correlate with the four dimensions of emotional intelligence related to personal abilities such
as self-knowledge and self-management, but also social competences, such as awareness and the management of
relationships with others. The article analyses the extent to which the emotional intelligence among the personnel that
makes up the middle management influences organizational climate at the company level.
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1. Introduction
From human resources perspective, the most significant relationship in the company is the one represented by the
manager and his subordinates (Nuttall, 2004). Management leadership styles influence the quality of work relationships
(Story et al. 2013). As the strategies they apply are considerable, specialty literature shows that both extrinsic and intrinsic
rewards can induce performance at work (Westover and Taylor, 2010; Vlachos et al., 2013; Riasat et al., 2016; SotoPérez et al., 2020). Work becomes a dynamic activity when the management organisational behaviour is based on mutual
respect and professional development opportunities. Nowadays, it became a sinequanon condition to prove emotional
intelligence as a leader (Njotoprajitno et al., 2020).

2. Methodology
The purpose of this article is to analyze leadership skills (Mumford et al., 2007) suing Goleman model of emotional
intelligence, structured in the four areas: consciousness drawing, self-management, social awareness and relationship
management. This paper consists of five sections. The introduction–section 1- presents the context of working
relationships within an organization. The second section presents the research methodology. The third part of the paper
explores a matrix to define the characteristics of a participatory leadership style. Findings are discussed in section 4 and
conclusions in section 5.

3. Leadership Dimensions
Research studies have shown the relationship between leaders’ mood and optimism and employee effectiveness in the
workplace (Dugan, 2016; Zhou and George, 2003; Jordan and Troth, 2011; Grossmeier and Johnson, 2020). Thus, a
leader with a positive attitude will keep people more facile than it will keep bosses who tend to be negative (Goleman,
2018; Sullivan and Page, 2020). Humphrey (2002) argued that leadership is an inherently emotional process through
which leaders recognise the emotional states of employees, try to instil emotions, and then manage employees' emotional
states (Goleman and Boyatzis,2008). In previous research, mindfulness was found to affect leader effectiveness by
enabling trusted relationships among leader and followers (Stedham and Skaar, 2019).
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Cooper and Sawaf (1998) provided a holistic definition of emotional intelligence, wherein it respresents "the ability to
feel, understand and apply the power and depth of emotions as a source of human energy, information and influence."
Table 1: Leadership characteristics and competencies
Leadership feature
communication and persuasion

Competence developed through emotional
intelligence
relationship management

Ethics

Transparency

Empathy

organisational consciousness

knowledge and information management

ability to influence

desire to learn

continuous learning

achieving goals

team spirit and collaboration

adaptability and innovation

flexibility, facilitating change

decision-making

Initiative

Leadership characteristics applied for this research paper follow eight factors: communication and persuasion, ethics,
empathy, knowledge and information management, desire to learn, achieving goals, adaptability and innovation,
decision-making. The communication and persuasion dimension (Hackman and Johnson, 2013) from the questionnaire
applied in this research consider variables as active listening, using of the appropriate style of communication, providing
and receiving feedback, sharing updated information with the team. A difference in leadership styles in terms of guiding,
motivation and task allocation has a key impact on teamwork efficiency (Al-Malki, 2016). Regarding ethics, the
statements provide information about principles of integrity and fairness in decision-making, respect for the legal
requirements, organisational policy and professional codes, defending the rights of subordinates, dealing with conflict
situations.
Showing empathy (Kellett, 2002; Holt and Marques, 2012) is fundamental in communication and human relations so the
inventory asseses how much the leader encourages colleagues to make decisions independently, motivate others,
encourage and acknowledge the achievements and success of others, support the team. A good leader manages the
knowledge and information and demonstrates the willingness to learn but also takes care of the personal and professional
training and development of his subordinates (Scaduto et al., 2008). He can often offer mentorship programs for his
mentees. (Gibson et al., 2000; Skurzewski‐Servant, 2016). Study by Mullen et a. (2019) found that greater emotional
intelligence correlates with greater leadership self-efficacy. Managers who stimulate effectiveness are the ones able to
motivate and provide vision to their team (Al-Malki and Juan, 2018). In this respect, Cheong et al. (2019) examined
empowering leadership as a driver of employee effectiveness. Regarding adaptability and innovation, study examined
how much a leader can keep concentration or energy, introduce new working processes, transform threats into
opportunities, and provide a prompt reaction when a problem or crisis arises. Cultivating and improving the development
of intelligence through education and experience leads to appropriate behaviours that can ultimately provide a leadership
model within an organisation (Ofori, 2009; Smith et al., 2012; Bottomley et al., 2014).

4. Case Study
The research hypotheses are:
I. Organisational climate is dependent on the actions and leadership features of people who hold a leadership position in
the company.
II. People with a high level of emotional intelligence are positively influencing the environment at work and the
organisational climate.
The methodology applied in identifying leadership style for a group of 34 people leading teams in diverse domains as
human resources, IT, engineering, teaching, public administration, health care, use the questionnaire as a method of social
investigation.
There are 48 affirmations grouped in eight dimensions designed to identify and evaluate the personal leadership style.
For this assessment, a Likert scale with five items was applied (ranging from 0 - strongly disagree, to 5 – strongly agree).
Individuals to whom the questionnaire was applied, work as manager/team-leader/head of a department.
People who completed the questionnaire are between 28 and 57 years old, as presented in the figure below.
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age
Valid

25-34
35-45
over 45
Total

Frequency
14
11
9
34

Percent
41.2
32.4
26.5
100.0

Valid
Cumulative
Percent
Percent
41.2
41.2
32.4
73.5
26.5
100.0
100.0

Figure 1: Age
Regarding gender, 18 of the respondents were male, and 16 were women.

gender
Valid

female
male
Total

Frequency
16
18
34

Percent
47.1
52.9
100.0

Valid
Cumulative
Percent
Percent
47.1
47.1
52.9
100.0
100.0

Figure 2: Gender
Educational background was also taken into consideration, and 67.6% of the respondents graduated with a master
diploma, and 17.6% obtained a PhD diploma.

level of education
Valid

license
studies
master
studies
doctoral
studies
Total

Valid
Cumulative
Percent
Percent
14.7
14.7

Frequency
5

Percent
14.7

23

67.6

67.6

82.4

6

17.6

17.6

100.0

34

100.0

100.0

Figure 3: Level of education
The results of the inventory show that active listening is a trait developed by 52.9% off the respondents, as in the figure
below.

Valid

3.00
4.00
strongly
agree
Total

Frequency
3
13
18

Percent
8.8
38.2
52.9

34

100.0

Valid
Cumulative
Percent
Percent
8.8
8.8
38.2
47.1
52.9
100.0
100.0

Figure 4: Communication and persuasion –active listening
However, for the statement "I keep people informed of plans in due time" only 29.4% fully displayed this ability.
In what concern ethics, the majority tend to say about themselves that they use as guide the principles of integrity and
fairness in decision-making. It is interesting to observe how being in a position of managing, empower them to states
their status and opinions in conflict situations, as in the figure below.
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Atitude during conflict
situation
30

20
24

10
0

8

2
3.00

4.00

strongly agree

Valid
Frequency

Figure 5: Ethics and attitude towards conflicts
The respondents of this research show characteristics of emotional intelligence and empathy towards needs,
motivations and feelings of their subordinates in a vast majority.

Empathy at work
100

76,5

80
60
40
20

23,5

26

8

0
4.00
Frequency

strongly agree
Percent

Figure 6: Empathy at work
Depending on the degree of manifestation of all eight dimension of leadership’s style for people with a leading position
in their company, we observe that the influence of the emotional intelligence of the leader reflects strongly in their
behaviour at work.

5. Conclusion
Leadership is a complex concept influenced by various factors. Regarding the type of intelligence, specifically emotional
intelligence as one of the elements during managing relationships at work it provides a way of leading by inspiring and
example. It is relevant to capture the moments when the employees are no longer motivated but for this, it takes to be a
shrewd observer of human behaviour. Nowadays, leadership barely relies on the relationship between superior and
subordinates, since the organization became a dynamic and adaptive organism. Therefore, effective leadership is not
imposed from top-down hierarchically, rather employees want to follow the leader's vision because of the collective
values they share.
Leaders with developed emotional intelligence [EI] treat their employees with respect and possess moral values. Their
leadership style focuses on a person, as a valuable resource of the company. EI is what motivates the individual's personal
and professional development and achieving its full capacity. For this reason, emotions are a fundamental topic in
research on organisational behaviour. An above-average degree of emotional intelligence among both employees and
leaders, contribute to achieving a successful combination of personal goals with organisational ones. The implications of
emotional intelligence reflect both within the company and externally by the impact that the achievements of the
organisation, public or private, have on the economic, business, social or even political environment.
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