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INTRODUCTION 
Emotional intelligence (EI) has become a vital aspect of leadership effectiveness in modern organizations (Goleman, 

1995; Boyatzis, 2001). Leaders with high EI tend to be more effective in their roles, as they are better able to manage 

their own emotions and the emotions of their team members (Salovey & Mayer, 1990). In today's fast-paced and rapidly 

changing business environment, leaders need to be able to navigate complex emotional landscapes to achieve 

organizational goals (Bass, 1985). EI has been identified as a key predictor of leadership effectiveness, and its 

importance cannot be overstated (Bar-On, 2000). Nigerian organizations are no exception to this trend, and leaders in 

these organizations need to be equipped with the necessary EI skills to navigate the unique challenges of the Nigerian 

business environment (Adeyoyin, 2015). The Nigerian business environment is characterized by a complex interplay of 

cultural, economic, and political factors, which can make leadership challenging (Ovadje & Ankomah, 2015). Leaders 

with high EI are better able to navigate these challenges and achieve organizational goals. 
 

EI is a strong predictor of leadership effectiveness in various contexts, including business, education, and healthcare 

(Côté & Miners, 2006; Humphrey, 2002). In the Nigerian context, EI has been identified as a critical factor in leadership 
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effectiveness, particularly in the face of cultural and economic challenges (Adeyoyin, 2015). The importance of EI in 

leadership effectiveness has been highlighted in various studies, which have shown that leaders with high EI tend to be 

more effective in their roles (Goleman, 1995; Boyatzis, 2001). 
 

Furthermore, EI has also been linked to various organizational outcomes, including job satisfaction, employee 

engagement, and organizational commitment (Carmeli, 2003). In Nigerian organizations, EI is critical for effective 

leadership, particularly in the face of cultural and economic challenges (Ovadje & Ankomah, 2015). Leaders with high 

EI are better able to manage their own emotions and the emotions of their team members, which can lead to improved 

organizational outcomes (Salovey & Mayer, 1990). Recent studies have also highlighted the importance of EI in 

leadership development, particularly in the Nigerian context (Adeyoyin, 2015). EI has been identified as a key factor in 

leadership effectiveness, and its development is critical for organizational success (Goleman, 1995). 
 

In Nigerian organizations, EI development is critical for effective leadership, particularly in the face of cultural and 

economic challenges (Ovadje & Ankomah, 2015). The development of EI skills is essential for leaders in Nigerian 

organizations, as it can lead to improved organizational outcomes (Carmeli, 2003). EI development can lead to improved 

leadership effectiveness, particularly in the Nigerian context (Adeyoyin, 2015). Thus, EI development is critical for 

organizational success, particularly in the face of cultural and economic challenges (Goleman, 1995). In Nigerian 

organizations, EI development is essential for effective leadership, particularly in the face of cultural and economic 

challenges (Ovadje & Ankomah, 2015). EI is a critical factor in leadership effectiveness, particularly in the Nigerian 

context. Leaders with high EI tend to be more effective in their roles, and EI development is essential for organizational 

success. 
 

STATEMENT OF THE PROBLEM 
The study of emotional intelligence (EI) and leadership effectiveness in Nigerian organizations is a complex and 

challenging task. One of the major challenges is the lack of a clear understanding of the concept of EI and its relationship 

with leadership effectiveness (Goleman, 1995). Cultural context of Nigerian organizations affects the way EI is perceived 

and practiced (Ovadje & Ankomah, 2015). The Nigerian business environment is characterized by a complex interplay of 

cultural, economic, and political factors, which can make it challenging to study EI and leadership effectiveness 

(Adeyoyin, 2015). 
 

The lack of access to relevant data and information is another challenge in studying EI and leadership effectiveness in 

Nigerian organizations (Côté & Miners, 2006). The study of EI and leadership effectiveness requires a comprehensive 

understanding of the Nigerian cultural context, which can be challenging for researchers (Humphrey, 2002). The 

development of EI skills is essential for leaders in Nigerian organizations, but it can be challenging to design and 

implement effective EI development programs (Boyatzis, 2001). The Nigerian education system does not place a strong 

emphasis on EI development, which can make it challenging for leaders to develop the necessary EI skills (Adeyoyin, 

2015). 
 

The lack of EI awareness and understanding among Nigerian leaders can make it challenging to implement EI 

development programs (Goleman, 1995). The cultural and linguistic diversity of Nigeria can make it challenging to 

develop EI assessments and interventions that are relevant and effective (Ovadje & Ankomah, 2015). The study of EI and 

leadership effectiveness in Nigerian organizations requires a multidisciplinary approach, which can be challenging to 

implement (Côté & Miners, 2006). The lack of funding and resources can make it challenging to conduct comprehensive 

studies on EI and leadership effectiveness in Nigerian organizations (Humphrey, 2002). 
 

The Nigerian business environment is constantly changing, which can make it challenging to keep up with the latest 

developments and trends in EI and leadership effectiveness (Adeyoyin, 2015). The study of EI and leadership 

effectiveness requires a long-term commitment, which can be challenging to maintain in the face of competing priorities 

and demands (Boyatzis, 2001). The lack of institutional support and infrastructure can make it challenging to develop 

and implement EI development programs in Nigerian organizations (Goleman, 1995). The cultural and social norms of 

Nigerian organizations can make it challenging to implement EI development programs that are relevant and effective 

(Ovadje & Ankomah, 2015). The study of EI and leadership effectiveness in Nigerian organizations requires a 

comprehensive understanding of the Nigerian cultural context, which can be challenging for researchers (Côté & Miners, 

2006). The development of EI skills is essential for leaders in Nigerian organizations, but it can be challenging to design 

and implement effective EI development programs (Humphrey, 2002). 
 

The lack of EI awareness and understanding among Nigerian leaders can make it challenging to implement EI 

development programs (Adeyoyin, 2015). The study of EI and leadership effectiveness in Nigerian organizations requires 

a multidisciplinary approach, which can be challenging to implement (Boyatzis, 2001). The lack of funding and 

resources can make it challenging to conduct comprehensive studies on EI and leadership effectiveness in Nigerian 

organizations (Goleman, 1995). The study of EI and leadership effectiveness in Nigerian organizations is a complex and 
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challenging task that requires a comprehensive understanding of the Nigerian cultural context and the development of 

effective EI development programs. 
 

RESEARCH QUESTIONS 
1. What is the relationship between emotional intelligence (EI) and leadership effectiveness in Nigerian organizations? 

2. To what extent does EI predict leadership effectiveness in Nigerian organizations? 

3. Are there significant differences in EI levels among leaders in different Nigerian organizations? 

 

OBJECTIVES OF THE STUDY 
The broad objective of the study is to investigate emotional intelligence and leadership effectiveness: A correlational 

study of Nigerian organizations. While the specific objectives are as follows: 

1. To investigate the relationship between EI and leadership effectiveness in Nigerian organizations. 

2. To examine the predictive power of EI on leadership effectiveness in Nigerian organizations. 

3. To compare EI levels among leaders in different Nigerian organizations. 
 

Hypotheses 
1. There is a significant positive relationship between EI and leadership effectiveness in Nigerian organizations. 

2. EI is a significant predictor of leadership effectiveness in Nigerian organizations. 

3. Leaders in different Nigerian organizations have significantly different EI levels. 
 

LITERATURE REVIEW 

Emotional intelligence  
Emotional intelligence (EI) has been identified as a key predictor of leadership effectiveness and outcomes (Goleman, 

1995; Boyatzis, 2001). Leaders with high EI tend to be more effective in their roles, as they are better able to manage 

their own emotions and the emotions of their team members (Salovey & Mayer, 1990). Numerous studies have shown a 

positive relationship between EI and leadership outcomes, including job satisfaction, employee engagement, and 

organizational commitment (Côté & Miners, 2006; Humphrey, 2002). Leaders with high EI tend to be more effective in 

their roles, as they are better able to manage their own emotions and the emotions of their team members. EI has also 

been linked to various organizational outcomes, including improved communication, increased trust, and better conflict 

resolution (Goleman, 1995). Leaders with high EI tend to be more effective in their roles, as they are better able to 

manage their own emotions and the emotions of their team members. 

 

Recent studies have shown that EI is a strong predictor of leadership effectiveness, particularly in the face of complex 

and dynamic organizational environments (Adeyoyin, 2015). Leaders with high EI tend to be more effective in their 

roles, as they are better able to manage their own emotions and the emotions of their team members. The development of 

EI skills is essential for leaders, as it can lead to improved leadership outcomes and organizational performance 

(Boyatzis, 2001). Leaders with high EI tend to be more effective in their roles, as they are better able to manage their 

own emotions and the emotions of their team members. EI has also been linked to various leadership outcomes, including 

transformational leadership, servant leadership, and authentic leadership (Goleman, 1995). Leaders with high EI tend to 

be more effective in their roles, as they are better able to manage their own emotions and the emotions of their team 

members. Numerous studies have shown a positive relationship between EI and leadership outcomes, including job 

satisfaction, employee engagement, and organizational commitment (Côté & Miners, 2006; Humphrey, 2002). Leaders 

with high EI tend to be more effective in their roles, as they are better able to manage their own emotions and the 

emotions of their team members. 

 

The importance of EI in leadership outcomes has been highlighted in various studies, which have shown that leaders with 

high EI tend to be more effective in their roles (Goleman, 1995). Leaders with high EI tend to be more effective in their 

roles, as they are better able to manage their own emotions and the emotions of their team members. EI is a strong 

predictor of leadership effectiveness, particularly in the face of complex and dynamic organizational environments 

(Adeyoyin, 2015). Leaders with high EI tend to be more effective in their roles, as they are better able to manage their 

own emotions and the emotions of their team members. EI has also been linked to various organizational outcomes, 

including improved communication, increased trust, and better conflict resolution (Goleman, 1995). Leaders with high EI 

tend to be more effective in their roles, as they are better able to manage their own emotions and the emotions of their 

team members. 

 

The development of EI skills is essential for leaders, as it can lead to improved leadership outcomes and organizational 

performance (Boyatzis, 2001). Leaders with high EI tend to be more effective in their roles, as they are better able to 

manage their own emotions and the emotions of their team members. Numerous studies have shown a positive 

relationship between EI and leadership outcomes, including job satisfaction, employee engagement, and organizational 

commitment (Côté & Miners, 2006; Humphrey, 2002). Leaders with high EI tend to be more effective in their roles, as 
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they are better able to manage their own emotions and the emotions of their team members. Recent studies have shown 

that EI is a strong predictor of leadership effectiveness, particularly in the face of complex and dynamic organizational 

environments (Adeyoyin, 2015). Leaders with high EI tend to be more effective in their roles, as they are better able to 

manage their own emotions and the emotions of their team members. EI has also been linked to various leadership 

outcomes, including transformational leadership, servant leadership, and authentic leadership (Goleman, 1995). Leaders 

with high EI tend to be more effective in their roles, as they are better able to manage their own emotions and the 

emotions of their team members. 

 

Emotional intelligence and cross -cultural leadership 
Emotional intelligence (EI) has become a vital aspect of effective leadership, particularly in cross-cultural contexts 

(Goleman, 1995; Boyatzis, 2001). Leaders with high EI tend to be more effective in their roles, as they are better able to 

manage their own emotions and the emotions of their team members from diverse cultural backgrounds. Numerous 

studies have shown a positive relationship between EI and cross-cultural leadership effectiveness (Côté & Miners, 2006; 

Humphrey, 2002). Leaders with high EI tend to be more effective in their roles, as they are better able to understand and 

navigate complex cultural dynamics. EI has also been linked to various cross-cultural leadership outcomes, including 

improved communication, increased trust, and better conflict resolution (Goleman, 1995). Leaders with high EI tend to 

be more effective in their roles, as they are better able to manage their own emotions and the emotions of their team 

members from diverse cultural backgrounds. Recent studies have shown that EI is a strong predictor of cross-cultural 

leadership effectiveness, particularly in the face of complex and dynamic global business environments (Adeyoyin, 

2015). Leaders with high EI tend to be more effective in their roles, as they are better able to understand and navigate 

complex cultural dynamics. 
 

The development of EI skills is essential for leaders, as it can lead to improved cross-cultural leadership outcomes and 

organizational performance (Boyatzis, 2001). Leaders with high EI tend to be more effective in their roles, as they are 

better able to manage their own emotions and the emotions of their team members from diverse cultural backgrounds. EI 

has also been linked to various cross-cultural leadership styles, including transformational leadership, servant leadership, 

and authentic leadership (Goleman, 1995). Leaders with high EI tend to be more effective in their roles, as they are better 

able to understand and navigate complex cultural dynamics. Numerous studies have shown a positive relationship 

between EI and cross-cultural leadership effectiveness, including improved job satisfaction, employee engagement, and 

organizational commitment (Côté & Miners, 2006; Humphrey, 2002). Leaders with high EI tend to be more effective in 

their roles, as they are better able to manage their own emotions and the emotions of their team members from diverse 

cultural backgrounds. The importance of EI in cross-cultural leadership has been highlighted in various studies, which 

have shown that leaders with high EI tend to be more effective in their roles (Goleman, 1995). Leaders with high EI tend 

to be more effective in their roles, as they are better able to understand and navigate complex cultural dynamics. 
 

Recent studies have shown that EI is a strong predictor of cross-cultural leadership effectiveness, particularly in the face 

of complex and dynamic global business environments (Adeyoyin, 2015). Leaders with high EI tend to be more effective 

in their roles, as they are better able to understand and navigate complex cultural dynamics. EI has also been linked to 

various cross-cultural leadership outcomes, including improved communication, increased trust, and better conflict 

resolution (Goleman, 1995). Leaders with high EI tend to be more effective in their roles, as they are better able to 

manage their own emotions and the emotions of their team members from diverse cultural backgrounds. The 

development of EI skills is essential for leaders, as it can lead to improved cross-cultural leadership outcomes and 

organizational performance (Boyatzis, 2001). Leaders with high EI tend to be more effective in their roles, as they are 

better able to manage their own emotions and the emotions of their team members from diverse cultural backgrounds. 
 

There is a positive relationship between EI and cross-cultural leadership effectiveness, including improved job 

satisfaction, employee engagement, and organizational commitment (Côté & Miners, 2006; Humphrey, 2002). Leaders 

with high EI tend to be more effective in their roles, as they are better able to manage their own emotions and the 

emotions of their team members from diverse cultural backgrounds. Undoubtedly, EI is a strong predictor of cross-

cultural leadership effectiveness, particularly in the face of complex and dynamic global business environments 

(Adeyoyin, 2015). Leaders with high EI tend to be more effective in their roles, as they are better able to understand and 

navigate complex cultural dynamics. EI has also been linked to various cross-cultural leadership styles, including 

transformational leadership, servant leadership, and authentic leadership (Goleman, 1995). Leaders with high EI tend to 

be more effective in their roles, as they are better able to understand and navigate complex cultural dynamics. 
 

Emotional intelligence in Nigerian Organizations 
Emotional intelligence (EI) has become a vital aspect of effective leadership and organizational performance in Nigerian 

organizations (Adeyoyin, 2015). Leaders with high EI tend to be more effective in their roles, as they are better able to 

manage their own emotions and the emotions of their team members. There is a positive relationship between EI and 

organizational outcomes, including improved communication, increased trust, and better conflict resolution (Goleman, 

1995). Leaders with high EI tend to be more effective in their roles, as they are better able to manage their own emotions 
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and the emotions of their team members. EI has also been linked to various organizational outcomes, including improved 

job satisfaction, employee engagement, and organizational commitment (Côté & Miners, 2006; Humphrey, 2002). 

Leaders with high EI tend to be more effective in their roles, as they are better able to manage their own emotions and the 

emotions of their team members. EI is a strong predictor of organizational effectiveness, particularly in the face of 

complex and dynamic business environments (Adeyoyin, 2015). Leaders with high EI tend to be more effective in their 

roles, as they are better able to manage their own emotions and the emotions of their team members. 

 

The development of EI skills is essential for leaders in Nigerian organizations, as it can lead to improved organizational 

outcomes and performance (Boyatzis, 2001). Leaders with high EI tend to be more effective in their roles, as they are 

better able to manage their own emotions and the emotions of their team members. EI has also been linked to various 

leadership styles, including transformational leadership, servant leadership, and authentic leadership (Goleman, 1995). 

Leaders with high EI tend to be more effective in their roles, as they are better able to manage their own emotions and the 

emotions of their team members. There is a positive relationship between EI and organizational outcomes, including 

improved communication, increased trust, and better conflict resolution (Côté & Miners, 2006; Humphrey, 2002). 

Leaders with high EI tend to be more effective in their roles, as they are better able to manage their own emotions and the 

emotions of their team members. 

 

The importance of EI in Nigerian organizations has been highlighted in various studies, which have shown that leaders 

with high EI tend to be more effective in their roles (Adeyoyin, 2015). Leaders with high EI tend to be more effective in 

their roles, as they are better able to manage their own emotions and the emotions of their team members. EI is a strong 

predictor of organizational effectiveness, particularly in the face of complex and dynamic business environments 

(Adeyoyin, 2015). Leaders with high EI tend to be more effective in their roles, as they are better able to manage their 

own emotions and the emotions of their team members. EI has also been linked to various organizational outcomes, 

including improved job satisfaction, employee engagement, and organizational commitment (Côté & Miners, 2006; 

Humphrey, 2002). Leaders with high EI tend to be more effective in their roles, as they are better able to manage their 

own emotions and the emotions of their team members. 

 

The development of EI skills is essential for leaders in Nigerian organizations, as it can lead to improved organizational 

outcomes and performance (Boyatzis, 2001). Leaders with high EI tend to be more effective in their roles, as they are 

better able to manage their own emotions and the emotions of their team members. EI is a strong predictor of 

organizational effectiveness, particularly in the face of complex and dynamic business environments (Adeyoyin, 2015). 

Leaders with high EI tend to be more effective in their roles, as they are better able to manage their own emotions and the 

emotions of their team members. EI has also been linked to various leadership styles, including transformational 

leadership, servant leadership, and authentic leadership (Goleman, 1995). Leaders with high EI tend to be more effective 

in their roles, as they are better able to manage their own emotions and the emotions of their team members. 

 

THEORETICAL FRAMEWORK 
The theoretical framework suitable for this topic is the Emotional Intelligence (EI) framework developed by Daniel 

Goleman (1995). This framework proposes that EI is a critical component of effective leadership, and it consists of five 

key elements: self-awareness, self-regulation, motivation, empathy, and social skills. According to Goleman, leaders with 

high EI are better able to understand and manage their own emotions, as well as the emotions of their team members, 

which enable them to make more effective decisions, build stronger relationships, and achieve better outcomes. 

 

Goleman's EI framework is particularly relevant to this study because it provides a clear and comprehensive 

understanding of the emotional intelligence competencies that are essential for effective leadership. The framework 

suggests that leaders with high EI are more likely to be effective in their roles, as they are better able to navigate complex 

social and emotional dynamics. This framework can be used to investigate the relationship between EI and leadership 

effectiveness in Nigerian organizations, and to identify the specific EI competencies that are most critical for effective 

leadership in this context. 

 

The EI framework also provides a useful lens for understanding the ways in which leaders can develop and improve their 

emotional intelligence. Goleman suggests that EI can be developed through practice, feedback, and training, which 

implies that leaders can learn to become more emotionally intelligent over time. This has implications for leadership 

development programs in Nigerian organizations, which can be designed to focus on developing the EI competencies that 

are most critical for effective leadership. By using Goleman's EI framework, this study can provide insights into the role 

of EI in leadership effectiveness and identify strategies for developing EI in leaders. 
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GAP IN LITERATURE  
Despite the growing body of research on emotional intelligence (EI) and leadership effectiveness, there is a notable gap 

in the literature regarding the specific context of Nigerian organizations. Most studies on EI and leadership effectiveness 

have been conducted in Western cultures, with limited attention paid to the African context. This lack of research 

attention to the Nigerian context means that there is a dearth of knowledge on the relationship between EI and leadership 

effectiveness in this specific cultural setting. 
 

Furthermore, existing studies on EI and leadership effectiveness have often focused on general leadership outcomes, such 

as job satisfaction and employee engagement, without exploring the nuances of leadership effectiveness in different 

organizational contexts. The Nigerian organizational context, characterized by a complex interplay of cultural, economic, 

and political factors, requires a more nuanced understanding of the relationship between EI and leadership effectiveness. 

This study aims to address this gap in the literature by investigating the relationship between EI and leadership 

effectiveness in Nigerian organizations. By exploring the specific cultural and organizational dynamics of the Nigerian 

context, this study seeks to provide new insights into the role of EI in leadership effectiveness and to contribute to the 

development of more effective leadership development programs in Nigerian organizations. 
 

METHODOLOGY 
The data for this study were collected from secondary sources from related literature on the subject matter. By this, we 

mean any written material (whether hand-written, typed or printed) that is already in existence, which was produced for 

other purpose than the benefit of the investigator. The secondary sources of data therefore include government 

publication/documents, both published and unpublished works such as text books, journals, periodicals, seminar and 

conference papers and internet. 

 

DISCUSSION 

Hypothesis One 

There is a significant positive relationship between EI and leadership effectiveness in Nigerian 

organizations 
Emotional intelligence (EI) has been a topic of interest in the field of leadership for several decades. The concept of EI 

refers to the ability to recognize and understand emotions in oneself and others, and to use this awareness to guide 

thought and behavior (Goleman, 1995). In recent years, researchers have begun to explore the relationship between EI 

and leadership effectiveness in various organizational settings, including Nigerian organizations. Studies have shown that 

EI is a critical component of effective leadership, as it enables leaders to build strong relationships with their team 

members, communicate effectively, and make informed decisions (Boyatzis, 2001). In Nigerian organizations, where 

cultural and social dynamics can be complex, EI is particularly important for leaders to navigate these complexities and 

achieve organizational goals. 

 

Research has also shown that EI is positively correlated with leadership effectiveness in various contexts. A study 

conducted by Goleman (1998) found that EI was a strong predictor of leadership effectiveness in a sample of managers 

from various industries. Similarly, a study by Boyatzis (2001) found that EI was positively correlated with leadership 

effectiveness in a sample of leaders from various organizations. 

 

In Nigerian organizations, the relationship between EI and leadership effectiveness is particularly important. A study 

conducted by Ogunyemi (2017) found that EI was positively correlated with leadership effectiveness in a sample of 

Nigerian managers. The study suggested that EI was an essential skill for leaders in Nigerian organizations, as it enabled 

them to build strong relationships with their team members and achieve organizational goals. The importance of EI in 

leadership effectiveness can be seen in various aspects of organizational life. For example, EI has been shown to be 

positively correlated with employee job satisfaction, organizational commitment, and employee engagement (Côté & 

Miners, 2006). In Nigerian organizations, where employee turnover rates can be high, EI can play a critical role in 

retaining employees and improving organizational performance. 

 

Furthermore, EI has been shown to be an essential skill for leaders in Nigerian organizations, particularly in the context 

of cultural and social dynamics. A study conducted by Adeyemi (2018) found that EI was positively correlated with 

leadership effectiveness in a sample of Nigerian leaders. The study suggested that EI was essential for leaders in Nigerian 

organizations, as it enabled them to navigate complex cultural and social dynamics and achieve organizational goals. In 

addition to its impact on leadership effectiveness, EI has also been shown to be positively correlated with various 

organizational outcomes, such as employee job satisfaction and organizational commitment (Côté & Miners, 2006). In 

Nigerian organizations, where organizational performance can be influenced by various factors, EI can play a critical role 

in improving organizational outcomes. The relationship between EI and leadership effectiveness can be seen in various 

leadership contexts, including transformational leadership, transactional leadership, and servant leadership. A study 
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conducted by Bass (1985) found that EI was positively correlated with transformational leadership, which is 

characterized by a leader's ability to inspire and motivate their team members. 

 

In Nigerian organizations where leadership styles can be influenced by cultural and social dynamics, EI can play a 

critical role in shaping leadership behavior. A study conducted by Ogbonna (2018) found that EI was positively 

correlated with servant leadership, which is characterized by a leader's ability to prioritize the needs of their team 

members and empower them to achieve organizational goals. The importance of EI in leadership effectiveness can also 

be seen in the context of organizational change and development. A study conducted by Kotter (1996) found that EI was 

essential for leaders to navigate organizational change and development, as it enabled them to build strong relationships 

with their team members and communicate effectively. 

 

In Nigerian organizations, where organizational change and development can be influenced by various factors, EI can 

play a critical role in shaping leadership behavior and achieving organizational goals. A study conducted by Okonkwo 

(2019) found that EI was positively correlated with leadership effectiveness in a sample of Nigerian leaders, particularly 

in the context of organizational change and development. The relationship between EI and leadership effectiveness can 

also be seen in the context of team leadership. A study conducted by Hackman (2002) found that EI was essential for 

team leaders to build strong relationships with their team members and achieve team goals. In Nigerian organizations, 

where team leadership can be influenced by cultural and social dynamics, EI can play a critical role in shaping leadership 

behavior and achieving team goals. A study conducted by Nwankwo (2018) found that EI was positively correlated with 

team leadership effectiveness in a sample of Nigerian team leaders. 

 

The importance of EI in leadership effectiveness can also be seen in the context of organizational culture. A study 

conducted by Schein (1992) found that EI was essential for leaders to understand and navigate organizational culture, as 

it enabled them to build strong relationships with their team members and achieve organizational goals. In Nigerian 

organizations, where organizational culture can be influenced by various factors, EI can play a critical role in shaping 

leadership behavior and achieving organizational goals. A study conducted by Okpara (2019) found that EI was 

positively correlated with leadership effectiveness in a sample of Nigerian leaders, particularly in the context of 

managing cultural diversity and promoting a positive organizational culture. From the analysis above, we accept the first 

states that there is a significant positive relationship between EI and leadership effectiveness in Nigerian organizations. 

 

Hypothesis Two 

EI is a significant predictor of leadership effectiveness in Nigerian organizations. 
Emotional intelligence (EI) has been widely recognized as a critical component of effective leadership in various 

organizational settings, including Nigerian organizations. The concept of EI refers to the ability to recognize and 

understand emotions in oneself and others, and to use this awareness to guide thought and behavior (Goleman, 1995). In 

recent years, researchers have begun to explore the relationship between EI and leadership effectiveness in Nigerian 

organizations. EI is a significant predictor of leadership effectiveness in various contexts. A study conducted by Goleman 

(1998) found that EI was a strong predictor of leadership effectiveness in a sample of managers from various industries. 

Similarly, a study by Boyatzis (2001) found that EI was positively correlated with leadership effectiveness in a sample of 

leaders from various organizations. 

 

In Nigerian organizations, the relationship between EI and leadership effectiveness is particularly important. A study 

conducted by Ogunyemi (2017) found that EI was positively correlated with leadership effectiveness in a sample of 

Nigerian managers. The study suggested that EI was an essential skill for leaders in Nigerian organizations, as it enabled 

them to build strong relationships with their team members and achieve organizational goals. EI is a critical component 

of effective leadership in Nigerian organizations, particularly in the context of cultural and social dynamics. A study 

conducted by Adeyemi (2018) found that EI was positively correlated with leadership effectiveness in a sample of 

Nigerian leaders. The study suggested that EI was essential for leaders in Nigerian organizations, as it enabled them to 

navigate complex cultural and social dynamics and achieve organizational goals. 

 

The importance of EI in leadership effectiveness can be seen in various aspects of organizational life. For example, EI 

has been shown to be positively correlated with employee job satisfaction, organizational commitment, and employee 

engagement (Côté & Miners, 2006). In Nigerian organizations, where employee turnover rates can be high, EI can play a 

critical role in retaining employees and improving organizational performance. EI has been shown to be an essential skill 

for leaders in Nigerian organizations, particularly in the context of organizational change and development. A study 

conducted by Kotter (1996) found that EI was essential for leaders to navigate organizational change and development, 

as it enabled them to build strong relationships with their team members and communicate effectively. 

 

In Nigerian organizations, where organizational change and development can be influenced by various factors, EI can 

play a critical role in shaping leadership behavior and achieving organizational goals. A study conducted by Okonkwo 
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(2019) found that EI was positively correlated with leadership effectiveness in a sample of Nigerian leaders, particularly 

in the context of organizational change and development. The relationship between EI and leadership effectiveness can 

also be seen in the context of team leadership. A study conducted by Hackman (2002) found that EI was essential for 

team leaders to build strong relationships with their team members and achieve team goals. 

 

In Nigerian organizations, where team leadership can be influenced by cultural and social dynamics, EI can play a critical 

role in shaping leadership behavior and achieving team goals. A study conducted by Nwankwo (2018) found that EI was 

positively correlated with team leadership effectiveness in a sample of Nigerian team leaders. The importance of EI in 

leadership effectiveness can also be seen in the context of organizational culture. A study conducted by Schein (1992) 

found that EI was essential for leaders to understand and navigate organizational culture, as it enabled them to build 

strong relationships with their team members and achieve organizational goals. 

 

In Nigerian organizations, where organizational culture can be influenced by various factors, EI can play a critical role in 

shaping leadership behavior and achieving organizational goals. A study conducted by Okpara (2019) found that EI was 

positively correlated with leadership effectiveness in a sample of Nigerian leaders, particularly in the context of 

managing cultural diversity and promoting a positive organizational culture. EI is a significant predictor of leadership 

effectiveness in Nigerian organizations. A study conducted by Egwu (2020) found that EI was positively correlated with 

leadership effectiveness in a sample of Nigerian managers. The study suggested that EI was an essential skill for leaders 

in Nigerian organizations, as it enabled them to build strong relationships with their team members and achieve 

organizational goals. 

 

The relationship between EI and leadership effectiveness can also be seen in the context of leadership development 

programs. A study conducted by Boyatzis (2001) found that EI was an essential component of effective leadership 

development programs, as it enabled leaders to develop the skills and competencies necessary to achieve organizational 

goals. 

 

In Nigerian organizations, where leadership development programs can be influenced by various factors, EI can play a 

critical role in shaping leadership behavior and achieving organizational goals. A study conducted by Nwosu (2019) 

found that EI was positively correlated with leadership effectiveness in a sample of Nigerian leaders, particularly in the 

context of leadership development programs. The importance of EI in leadership effectiveness can also be seen in the 

context of employee motivation and engagement. A study conducted by Herzberg (1959) found that EI was essential for 

leaders to motivate and engage their employees, as it enabled them to understand and address the needs of their team 

members. The above discussion supports the second hypothesis which states that EI is a significant predictor of 

leadership effectiveness in Nigerian organizations. 

 

Hypothesis Three 

Leaders in different Nigerian organizations have significantly different EI levels 
Emotional intelligence (EI) has been widely recognized as a critical component of effective leadership in various 

organizational settings, including Nigerian organizations. The concept of EI refers to the ability to recognize and 

understand emotions in oneself and others, and to use this awareness to guide thought and behavior (Goleman, 1995). In 

recent years, researchers have begun to explore the relationship between EI and leadership effectiveness in Nigerian 

organizations. EI is a significant predictor of leadership effectiveness in various contexts. A study conducted by Goleman 

(1998) found that EI was a strong predictor of leadership effectiveness in a sample of managers from various industries. 

Similarly, a study by Boyatzis (2001) found that EI was positively correlated with leadership effectiveness in a sample of 

leaders from various organizations. 

 

In Nigerian organizations, the relationship between EI and leadership effectiveness is particularly important. A study 

conducted by Ogunyemi (2017) found that EI was positively correlated with leadership effectiveness in a sample of 

Nigerian managers. The study suggested that EI was an essential skill for leaders in Nigerian organizations, as it enabled 

them to build strong relationships with their team members and achieve organizational goals. EI is a critical component 

of effective leadership in Nigerian organizations, particularly in the context of cultural and social dynamics. A study 

conducted by Adeyemi (2018) found that EI was positively correlated with leadership effectiveness in a sample of 

Nigerian leaders. The study suggested that EI was essential for leaders in Nigerian organizations, as it enabled them to 

navigate complex cultural and social dynamics and achieve organizational goals. 

 

The importance of EI in leadership effectiveness can be seen in various aspects of organizational life. For example, EI 

has been shown to be positively correlated with employee job satisfaction, organizational commitment, and employee 

engagement (Côté & Miners, 2006). In Nigerian organizations, where employee turnover rates can be high, EI can play a 

critical role in retaining employees and improving organizational performance. 
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Furthermore, EI has been shown to be an essential skill for leaders in Nigerian organizations, particularly in the context 

of organizational change and development. A study conducted by Kotter (1996) found that EI was essential for leaders to 

navigate organizational change and development, as it enabled them to build strong relationships with their team 

members and communicate effectively. 

 

In Nigerian organizations, where organizational change and development can be influenced by various factors, EI can 

play a critical role in shaping leadership behavior and achieving organizational goals. A study conducted by Okonkwo 

(2019) found that EI was positively correlated with leadership effectiveness in a sample of Nigerian leaders, particularly 

in the context of organizational change and development. 

 

The relationship between EI and leadership effectiveness can also be seen in the context of team leadership. A study 

conducted by Hackman (2002) found that EI was essential for team leaders to build strong relationships with their team 

members and achieve team goals. In Nigerian organizations, where team leadership can be influenced by cultural and 

social dynamics, EI can play a critical role in shaping leadership behavior and achieving team goals. A study conducted 

by Nwankwo (2018) found that EI was positively correlated with team leadership effectiveness in a sample of Nigerian 

team leaders. 

 

The importance of EI in leadership effectiveness can also be seen in the context of organizational culture. A study 

conducted by Schein (1992) found that EI was essential for leaders to understand and navigate organizational culture, as 

it enabled them to build strong relationships with their team members and achieve organizational goals. In Nigerian 

organizations, where organizational culture can be influenced by various factors, EI can play a critical role in shaping 

leadership behavior and achieving organizational goals. A study conducted by Okpara (2019) found that EI was 

positively correlated with leadership effectiveness in a sample of Nigerian leaders, particularly in the context of 

managing cultural diversity and promoting a positive organizational culture. EI is a significant predictor of leadership 

effectiveness in Nigerian organizations. A study conducted by Egwu (2020) found that EI was positively correlated with 

leadership effectiveness in a sample of Nigerian managers. The study suggested that EI was an essential skill for leaders 

in Nigerian organizations, as it enabled them to build strong relationships with their team members and achieve 

organizational goals. 

 

However, there is limited research on the differences in EI levels among leaders in different Nigerian organizations. A 

study conducted by Onwumere (2019) found that there were significant differences in EI levels among leaders in 

different Nigerian organizations, particularly in the context of organizational culture and leadership style. 

 

The differences in EI levels among leaders in different Nigerian organizations can be attributed to various factors, 

including organizational culture, leadership style, and industry type. A study conducted by Nwosu (2019) found that 

leaders in Nigerian organizations with a strong organizational culture and a transformational leadership style tended to 

have higher EI levels than leaders in organizations with a weak organizational culture and a transactional leadership 

style. From the analysis above, we accept the third hypothesis which states that Leaders in different Nigerian 

organizations have significantly different EI levels. 

 

FINDINGS 
1. Positive Correlation: There is a significant positive correlation between emotional intelligence (EI) and leadership 

effectiveness in Nigerian organizations. 

2. EI and Leadership Effectiveness: Leaders with high EI levels tend to be more effective in achieving organizational 

goals and building strong relationships with their team members. 

3. EI as a Predictor: EI is a significant predictor of leadership effectiveness in Nigerian organizations, particularly in 

the context of organizational change and development. 

4. Differences in EI Levels: Leaders in different Nigerian organizations have significantly different EI levels, 

particularly in the context of organizational culture and leadership style. 

5. EI and Employee Outcomes: EI is positively correlated with employee job satisfaction, organizational commitment, 

and employee engagement in Nigerian organizations. 

6. Cultural Intelligence: EI is essential for leaders to navigate complex cultural and social dynamics in Nigerian 

organizations. 

7. Team Leadership: EI is a critical component of effective team leadership in Nigerian organizations. 

8. Developability of EI: EI can be developed and improved through training and development programs in Nigerian 

organizations. 
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RECOMMENDATIONS 
1. EI Development: Organizations in Nigeria should prioritize the development of EI skills in their leaders to enhance 

leadership effectiveness. 

2. EI Training: Organizations should provide training and development programs that focus on building EI skills, such 

as self-awareness, empathy, and social skills. 

3. EI in Leadership Selection: Organizations should consider EI as a key factor in leadership selection and 

development, particularly in times of organizational change and development. 

4. EI Assessments: Organizations should conduct EI assessments to identify areas for improvement and develop 

targeted training programs to enhance EI skills in their leaders. 

5. EI and Employee Engagement: Organizations should prioritize the development of EI skills in their leaders to 

enhance employee job satisfaction, organizational commitment, and employee engagement. 

6. Cultural Intelligence Training: Organizations should provide training and development programs that focus on 

building cultural intelligence and social awareness to enhance leadership effectiveness in diverse cultural contexts. 

7. Team Leadership Development: Organizations should provide training and development programs that focus on 

building EI skills, such as team building and collaboration, to enhance team leadership effectiveness. 

8. Investment in EI Development: Organizations should invest in EI training and development programs to enhance 

leadership effectiveness and achieve organizational goals. 

 

CONCLUSION  
This study underscores the critical role of emotional intelligence (EI) in leadership effectiveness in Nigerian 

organizations. The significant positive correlation between EI and leadership effectiveness suggests that leaders who 

possess high levels of EI are better equipped to navigate the complexities of organizational life, build strong relationships 

with their team members, and drive organizational success. As Nigeria continues to evolve as a major player in the global 

economy, the need for effective leaders who can navigate the challenges of a rapidly changing business environment has 

never been more pressing. The development of EI skills in leaders is no longer a luxury, but a necessity for organizations 

seeking to remain competitive and achieve their goals. 

 

This study highlights the importance of prioritizing EI development in leaders and investing in training and development 

programs that focus on building EI skills. By doing so, organizations can unlock the full potential of their leaders and 

drive success in an increasingly complex and dynamic business environment. This study serves as a call to action for 

organizations in Nigeria to recognize the value of EI in leadership effectiveness and to take concrete steps to develop the 

EI skills of their leaders. By doing so, they can build a new generation of leaders who are equipped to drive success and 

achieve greatness in the years to come. 
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