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Abstract 
 

This academic research contributes with the aim of indicating the advantages arising from 

developing and enhancing emotional intelligence, along with the identification of difficulties 

emerging from the lack of its appliance. This research examines data collected from a group of 

8 managers, representing diverse countries and gender equality, through a mixed research 

methodology by using semi-structured interviews and correlation statistics derived from the 

GEIT test, each from a qualitative and quantitative approach respectively. The analyses showed 

the existent awareness of EQ among managers, and that they consider it to be part of their 

leadership style. In addition to these findings, the analysis suggests that female managers 

mastering emotional intelligence may be provided with certain leverage through this soft skill. 

This research concludes that most of the findings supported the secondary research towards 

recognising EQ as key element within management and provides a foundation for further 

analysis on emotional intelligence as common denominator within successful female 

managers. 
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3 Chapter 1: Introduction 

Chapter 1: Introduction 

Project Managers apply their knowledge while planning and executing a project. 

However, their success relies on their ability to collaborate with other departments, to build 

and manage effective teams, and provide leadership. In addition, PM face uncertain scenarios 

that require decision making under stressful situations as projects develop, and they must be 

able to manage their own emotions and transmit reasonableness to their team. All these key 

elements are performed through Emotional Intelligence. Nowadays, companies look for certain 

management profiles represented by soft and hard skills, which has led those individuals with 

EI awareness to the advantage of becoming the most suitable project managers and leaders in 

today’s work environment. Therefore, this dissertation displays the selected research methods 

that comply the most with the outcome that is pursued through this topic’s questionings and 

expected results.   

Context for the Proposed Research 

Project Management has been linked to productivity and task mastering rather than 

having a balance between business and relationships within the work environment. It has been 

reported by Anthony Mersino, founder at Vitality Chicago Inc., that lacking empathy and being 

unaware of how critical professional relationships are may lead to failure in projects. It was 

also appointed that outcomes and productivity need these skills as support while performing 

their roles as Project Managers. As a result, it is derived that PM must demonstrate parallel 

qualitative and quantitative performance. Mersino supported this argument through a survey 

where the majority of the selected 100 project managers agreed that emotional intelligence was 

important in order to succeed in the PM field, but it was also determined that they did not have 

the proper knowledge in this field (2013, p. 4-5). Granted this, it has been noted that the 
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contemporary circumstances require project managers to increase their emotional intelligence 

awareness and understanding. 

Project Management can be applied in diverse fields among industries requiring project 

managers to become more flexible and open to changes. Nevertheless, this subject has been 

majorly focused on its technical side. Mersino (2013) highlighted the fact that project managers 

have mastered their hard skill techniques through the Guide to the Project Management Body 

of Knowledge (PMBOK ® Guide) and through PM certifications, but they are also in the need 

to enhance their soft skills through emotional intelligence (p.6). The acquisition of hard skills, 

commonly related to IQ, can no longer be recognised as the utmost ability that an individual 

who pursues excellency in project management, especially since these roles have acquired 

higher demand. This is derived from the fact that the number of PM certifications have 

increased sharply, and the Project Management Institute has expanded its certification 

branches (Mersino, 2013). This has created a more complex processes while selecting project 

managers for a new assignment, leading emotional intelligence as an elemental skill for 

managements’ success. 

Background of the Research 

The Project Management Institute (PMI) has been in charge of improving the project 

management sector through education, collaborations and research worldwide. The PMI has 

become one of the entities restating that emotional intelligence is a significant factor for project 

managers and their careers. Hence, it is important to define Emotional Intelligence and its 

connection to PM. According to psychologists Peter Salovey and John D. Mayer, emotional 

intelligence is the “the ability to monitor one’s own and others’ feelings and emotions, to 

discriminate among them and to use this information to guide one’s thinking and action” (as 

cited in Mersino, 2013, p.8). Along with this, Gill Hasson, tutor and trainer at the University of 

Sussex, defines EI as the awareness, identification, understanding, usage, and management of 
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our own and other people’s emotions (2015, p.19). Provided that, EI can be categorized as an 

important skill in project mangers’ profiles as they must deal with their own emotions when 

facing different project scenarios, as well as those from parties involved.  

Furthermore, previous documentation has presented the positive effect that emotional 

intelligence has brought to projects’ implementations. A great example where success has 

resulted from projects where there have been significant contributions to society is the Bell 

Labs Project in Princeton, New Jersey. Research found that the project performers’ ability to 

execute the project through network building and problem solving was due to the effective 

usage of EI (PMI, 2019). As a result of this, it is inferred that these project managers leveraged 

on both hard and soft skills to succeed, where emotional intelligence has been demonstrated to 

be as relevant as IQ and technical experience and to be a suggested element in a project 

manager’s profile. Still, this argument has not yet been distinguished in many organisations 

pursuing a new project and is sometimes left out of context while selecting a project manager. 

Aims of the Proposed Research 

This research intends to identify the challenges that Project Managers face when 

lacking awareness and control of their Emotional Intelligence, as well as to the positive 

outcomes that arise from developing and enhancing this competence. In addition, it is intended 

to recognise any resemblance among previous experience from interviewed project managers 

to identify specific benefits when leveraging their EI. Also, to recognise those occasions that 

could have been handled differently if their EI awareness would not have been inexistent back 

then.  Given the aim of this research the following research question is raised: 

• What is the importance of project managers’ Emotional Intelligence within the 

contemporary project management environment? 
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Understanding emotions, those of our own and others’, is highly important in Project 

Management. The reason relies on the fact that project managers are in constant 

communication and negotiation with inside and outside parties within the project, meaning 

they should enhance soft skills. In fact, it has been noted that “88% of Project Managers spend 

more than 50% of time cooperating with others” (Lahon, 2016, p.1), meaning that they must 

develop a certain level of empathy with others, and this would depend on their level of 

emotional intelligence. Moreover, project managers face different situations that any other part 

of a company since each project is unrepetitive. Based on this, it has become known that 

emotional intelligence is a key element for project managers since they always have to adapt 

to new scenarios, and they rarely get to choose the project team, which means they must adapt 

accordingly and apply methods and strategies to do so (Binde, Zvirbule & Demjanova, 2015). 

Therefore, the relevancy of EI in project management has become part of the expertise, aside 

from the professional background requirements.  

In addition to the given research question, the following objectives are as follows: 

• Objective 1: To assess the level of Emotional Intelligence awareness among project 

managers through the existence of previous or current training in the subject.  

• Objective 2: To determine if Project Managers have adopted or considered 

adopting Emotional Intelligence within their leadership and management style. 

• Objective 3: To identify whether Emotional Intelligence scores from Project 

Managers is a key aspect within the recruiting process, aside from academic and 

working experience.  

Rationale for the Proposed Research       

Work experience, tools and techniques help project managers achieve their targets, but 

they must also be prepared to react properly towards unknown circumstances and decision 
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making. Emotional Intelligence is a soft skill that managers who want to become top leaders 

must dominate, regardless of their field, and it can be directly adapted to their leadership styles. 

The creation of instinctive repercussion, the perpetuation of the leaders’ emotional impact and 

the bond between team members, through support and guidance, are progressed abilities 

presented among leaders with superior emotional intelligence (Baesu, 2018, p.76). Clearly, this 

denotates the way leaders’ behaviour influence, either positively or negatively, the 

performance of those around (i.e. stakeholders, employees, vendors, and so forth). However, 

for project managers, this is essential as each project is unique as it involves working regularly 

with different parties and facing different scenarios every time a new project takes place. 

Characteristics building up a project represent a significant difference for project 

managers when being compared to general managers. The constant changes within a project’s 

infrastructure is what majorly diverges from general managers, who constantly work with 

known peers, and project managers. Based on this, Mersino (2013) identified three major 

reasons that make emotional intelligence a critical skill in project managers, which involve the 

uniqueness of each project, the finite time duration of projects (i.e. they are temporary) and 

having limited power and/or authority (p.18). Consequently, recognizing and managing 

emotions is necessary as it provides a positive input for project managers, if well implemented. 

Taking into consideration emotions may bring better capabilities when facing unknow 

situations and to make others to be more perceptible to adjustments within a project.  

The argument of the significant value of emotional intelligence in project management 

matches previous research in this field. Some of the advantages of understanding and using 

emotions include connecting current and previous experiences in order to predict and succeed 

in projects, which also involves an individual’s intelligence coefficient. As illustration, the PMI 

has previously conducted research studies to identify the relationship between the success of 

projects and managers’ capacities, and it has been deducted that emotional intelligence had 
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higher impact in managerial terms when being compared with IQ itself (as cited in Mersino, 

2013, p.12).  For this reason, this dissertation aims to focus on the recognition of emotional 

intelligence and to identify the relationship it has had with managers’ success through a mixed 

research approach. 

Scope and Limitations for the Research 

The scope of this project is based on emotional intelligence within project management 

where any potential limitations were taken into consideration. EI recognition has become more 

popular in recent times, but rather than simply finding a connection among this soft skill and 

project management, the scope of this project includes supporting this fact and convincing that 

this factor should be given a higher importance when selecting a leader in a new project.  In 

the other hand, research limitation may have relied mostly on third parties as their availability 

and reliability might be limited. The most highlightable limitation would have been the 

interview recordings and veracity of the GEIT results, which took almost an hour for each of 

the selected managers to contribute. With this in mind, it was expected that the selected 

managers’ schedules may interfere with the study’s milestones and timeline established during 

Research Methods II (see appendix 1), which may result in delays within the research 

objectives.  

Limitations involve timing and the veracity of the selected test would be highly 

considered. For instance, some tests may differ one from the other in relation to the given 

mechanism or the underlying framework of how emotional intelligence is measured (Mersino, 

p.9, 2013). Also, it is inferred that some other weaknesses may involve timing limitation in 

regard to dissertation submission, limited access to suitable literature research, differences in 

interpretations that may influence the quantitative results’ assessment, and poor response from 

the selected participants. Nevertheless, it is noted that these limitations must be contemplated 
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throughout the development of this study in order to seek for improvement and suggestions in 

further research from supervisor or through self-assessment acknowledgment tools. 

Contribution of the Study 

 This dissertation will contribute to the idea that emotional intelligence should be a 

decisive characteristic within project managers’ selection.  Since EI has brought attention and 

acknowledgment in top management’s radar, this research will contribute as support and 

confirmation of existing theories in project management to foster project managers into using 

this as leverage. It is expected to contribute in several aspects to increase its current focus, such 

as providing support to the suitable EI theories, and introducing new variables based on the 

project management workforce and cultures. These two variables will be key aspects on this 

research since equality and diversity have continuously been pursued in different societies 

around the world, and even though some corporate cultures have achieved many positive 

outcomes, they still have opportunity areas when it comes to developing tolerance among 

employees. 

Previous research on emotional intelligence underestimation relies on undermining 

conclusions related to inverse correlation to certain behaviours. The importance of developing 

soft skills has sometimes been contradicted by presumed negative aspects of an individual’s 

actions such as over analysing, becoming over demanding, getting mentally exhausted, 

allowing someone else’s emotions to have a higher impact on those of your own, and so on 

(Pannell, 2018). Nevertheless, it can be deducted that some of these reasons would actually 

favour the importance of becoming an emotionally intelligent person as some of these 

situations are caused by the lack of it. Therefore, it is intended to suggest that EQ should be 

considered and evaluated for improvement in project management.  

 



 
10 Chapter 1: Introduction 

This research will provide practical benefits to organizations directly affected by the 

constraints of finding the right candidate as Project Manager. Some benefits include 

understanding the influence of Emotional Intelligence and how some strategies may apply, to 

assess if EI has become part of the hiring process of project management, to use as leverage 

once EI has become an asset of project managers’ workforce, to understand the relevancy of 

EI awareness in organizational cultures and its impact in contemporary project management 

environment. Additionally, it is planned to display the effects of implementing emotional 

intelligence education among a leaders’ growth through the primary research in order to 

provide corporations with a perception on this matter. In essence, it is intended to increase the 

value and credit of emotional intelligence in this field. 

Dissertation Roadmap 

The conducted research will be presented by 6 chapters throughout this document. The 

first section provided an introduction on the selected topic containing the context, background, 

aims, rationale, scope and limitations for the proposed research, as well as the expected 

contributions of this study. The second chapter will discuss the literature review on emotional 

intelligence, which was divided into three different themes presenting the benefits of EI 

awareness in project management, the process of building and improving leaders’ EI, and the 

positive effect of EI towards diversity in project management. Next, the third chapter will 

explain the selected research methodology through the selected participants, research design, 

materials, procedure, research ethics, and data analysis. Then, chapter four will exhibit the 

findings from the conducted mixed research approach, which will be followed by the next 

chapter containing the discussion of the given results. Finally, the last chapter will discuss the 

conclusions and recommendations based on the performed research.  
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Chapter 2: Literature Review 

Emotional Intelligence has become an important skill for managers in modern work 

environments. The definition of this ability has received a stronger consideration in 

management due to the implications it is surrounded with. It should be noted that, according to 

Christine Mockler Casper, author of From Now on with Passion: A Guide to Emotional 

Intelligence, EI is “is the ability to sense, understand, manage and apply the information and 

power of emotions as your greatest source of energy, motivation, connection and influence” 

(PMI, 2019). Furthermore, Casper broaden her definition by reporting that Emotional 

Intelligence Quotient has become “twice as important as IQ”, which by combining both IQ and 

EI result in better decision making. It is interpreted that the combination of EI and IQ is the 

most foreseen outcome in a project manager. As a result, it is expected to find in this chapter 

the outline of the literature review themes and subtopics linked to the research question and 

objectives.  

Literature Theme 1: The benefits of Emotional Intelligence awareness in Project 

Management 

The awareness of Emotional Intelligence has brought many benefits to individuals that 

excel themselves through organisations. Based on this, several theories showing that EI 

increases the chances of successful project executions have been developed. According to 

Rechtfertig (2010), being in control of our thoughts helps to manage change, deal with conflict, 

build stronger relationships, make decisions more clearly, and the appliance of emotional 

intelligence provides an advantage for future success. However, it has been noted that acquiring 

these soft skills through theorical classes have not received consistent attention within project 

management formation since it is not the primary focus of PMI certifications (Connolly & 



 
12 Chapter 2: Literature Review 

Reinicke, 2017, p.5). Therefore, it is important to identify the method that has been followed 

among leaders that have increased their emotional intelligence awareness and commencement 

of a learning journey through studying, coaching and additional approaches. EI can be famed 

as an important element in contemporary corporate cultures involving emotions’ recognition.  

Why has EI become so important in PM? 

Providing support for the importance of EI in Project Management is essential for this 

research. Researches have suggested that an individual’s professional success, with some 

exceptions, is usually based on their personal achievements or failures, as it has been noted that 

employees’ performance can be highly affected by their personal life. For instance, Rechtfertig 

(2010) argues that personal success enhances job satisfaction and quality life, which are linked 

to the fact that understanding EI for project managers would teach how to deal with their 

emotions and become better leaders (p.1). Differing from this statement, Rachel Dresdale, 

contributor at Forbes, suggests that personal life should not impact the professional 

environment as “competence and productivity” should be the focus at work since they represent 

key factors. Therefore, being able to balance personal and professional life could be achieved 

through emotional intelligence as it can be a recognised characteristic from successful leaders. 

The key step towards becoming a successful project manager relies on self-awareness 

and self-management. Leaders cannot manage others without managing their selves first. 

Therefore, once EI has been recognised and mastered, PM would be able to influence others 

involved in the project towards the desired results. According to Nick Morgan (2014), president 

and founder of Public Words, leaders who succeed are able to influence people through the 

understanding and appliance of positional power, emotion, expertise, and nonverbal signals. 

Nevertheless, there are different abilities developed under emotional intelligence awareness 

that may provide better results to different individuals as it depends on their requirements. It is 
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deducted that some individuals may be more proficient in one of these elements, but they might 

be able to improve those with lower cogency through emotional intelligence.  

The soft skill under discussion has acquired a higher relevancy among project managers 

as they must deal with objectives’ achievement, new colleagues and unexpected situations, 

simultaneously. Karen Davey-Winter, member of the International Coach Federation (ICF), 

discusses the different reasons supporting the project managers understanding of emotional 

intelligence aside from the general skills under this role. She states that, through EI, project 

managers should be able to operate in complex matrix environments by collaborating with 

other departments and building relationships, build effective teams through motivation and 

conflict management, dealing with change, provide leadership, and deliver results (n.d., p.2). 

It is deducted that through this ability, managers would be able to balance the activities 

conveying the objectives to be met within a project. Once the relevancy of EI is addressed and 

taken into consideration for performance evaluation, the benefits of its appliance become more 

feasible.  

Benefits of applying and increasing EI in Project Management 

The correct usage and dominance of emotional intelligence provides many benefits to 

project management. This skill supplies managers with elements that improve their leadership 

style among associates. Notably, Davey-Winter stated that the implementation of different EI 

models leads to the “foundation for improving our outcomes in the areas of decision making, 

achieving and influencing” (n.d., p.2). In addition, Casper listed some of the significant benefits 

that increasing EI provide, these include using emotions to improve and guide your thinking, 

being able to persuade and influence others, remove barriers within collaboration, being able 

to implement changes smoothly, and better assistance to teams throughout a project’s 

development. It is understood that one of the biggest benefits of EI appliance involves guidance 
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capabilities, which leads to self- exploration and allowance to guide others into the desired 

paths.  

The recognition of EQ as a key element for leadership would enhance interpersonal 

relationships at the workplace. With this in mind, it is deducted that by improving EQ levels 

while leading project teams, an improvement of responsibility acceptance among interpersonal 

interaction (i.e. with customers, teammates, and management) would become present (PMI, 

2019) as social awareness would be expanded. It has been identified that while facing 

unpleasant or unexpected situations, an individual’s instant reaction is to deny one’s 

accountability. As illustration, according to Garry Rodgers (2016), contributor at the HuffPost, 

reported that mapping techniques within brain research have reaffirmed that thoughts go 

through each person’s emotional centres that converts external data from derived from 

emotional intelligence into an automatic response as it performs a psychological journey. 

Therefore, EI provides a better transition of emotions and thoughts that may affect a project’s 

outcome.  

The recognition of actions related to Emotional Intelligence is connected to leadership 

skills. Even though leadership has been recognised as a pure skill on its own, it has now been 

noted that it receives high influence from EI. Ashley Stahl, contributor at Forbes, advises 

people seeking managerial positions to lean on EI skills in order to achieve their career 

transition. Stahl (2019) argues that through self-audit based on self-management, 

communication skills assessment, and recognition of listening enhancement, an individual may 

improve his/ her leadership capabilities. It is noted that enforcing positive persuasion and 

dealing with potentially complex people are situations that managers must face during projects 

and it is important to build a leader’s profile through the corresponding tactics. In other words, 

by keeping in mind the abilities linked to EI will provide a significant input to aspiring leaders.  
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Literature Theme 2: The Process of Building and improving leaders’ Emotional 

Intelligence 

Some people may have been raised under the Emotional Intelligence umbrella but there 

are several strategies to help improve this skill, and also to help those who lack control or 

awareness of their emotions. Some studies have revealed that employees with outstanding 

performance have resulted with similar characteristics from which “73% were related to EI, 

and 27% of the traits were related to IQ” (as cited in Rechtfertig, 2010, p.1). Different 

approaches focused on leadership and management improvement have been developed through 

courses where emotional intelligence might have been considered as an element. Nevertheless, 

it is important to recognise potential barriers and applicable strategies in order to build a strong 

profile on this subject.  

Barriers arising within projects due to leaders without EI awareness 

There are common signs among leaders that show their lack of EI awareness. Often, 

these result in difficult situations that affect both their workplace and personal lives. Some of 

these signs include attitudes determining behaviour, false perceptions, worrying caused by 

anxiety, and overreactions (Rechtfertig, 2010, p.1). As previously stated, the first step towards 

EI is the recognition of one’s emotions in order to identify if there is something personal 

blocking their judgements. In contrast, Casper  suggests that some barriers within leaders who 

are not aware of their EI may not understand that one of the most important subjects for project 

managers is the constant change of people’s needs, and that their evaluations may become 

jeopardize by being “comfortable with old problems than with new solutions” (PMI, 2019). 

This can be inferred as people who may be aware of their own emotions but are not conscious 

or do not mind about others’ emotions, which may represent a different type of barrier. This 
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situation is linked to the performance appraisal from people working under the project 

managers’ supervision.  

The lack of control from leaders’ emotional response has a negative impact on the 

behaviour of those participating in a project. Project managers must be resourceful while 

expressing themselves, as this may be taken as a criticize or indifference rather than 

constructive feedback. Consequently, leaders must be conscious that an individual’s “core 

emotional need is to feel valued and valuable” (Schwartz, 2011), act that may provide a 

significant difference in people’s performance. Additionally, some barriers in achieving a 

project’s success through communication may involve sarcasm, taking things personally, 

contradictory actions and thoughts, lack of attention, among others (PMI, 2019). These actions 

would highly affect those who have low emotional intelligence and would indicate the level of 

consciousness of a manager. 

Mental health represents an important barrier towards emotional intelligence. Not 

recognising or accepting behavioural health issues would become an obstacle in any manager’s 

professional career, as it may trigger a hostile work environment. In consequence, leaders who 

present this type of behaviour would not be able to meet objectives nor deliver the desired 

results. This would also increase the risk of poor decision-making towards actions that need to 

be determined within a project due to the deficient control of own emotions. Therefore, 

portraying low EI in project managers increasing chances of failures and incorrect decision 

making due to lack of rational thinking (Lahon, 2016, p.7). Being that the case, it can be 

inferred that this may be caused by immaturity and scarce self-awareness, which translates to 

barriers that need to be overcome with the most suitable strategies. 
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Strategies to build and enhance Emotional Intelligence in leaders 

Different strategies to build and enhance emotional intelligence in leaders have been 

developed and discussed through the years. Courses and tests have been developed to provide 

academic background on EI to those who have become aware of the benefits that this skill may 

bring, and also to those who have identified on facing barriers that prevent them from reaching 

the desired level of EQ. In relation to this, Rechtfertig (2010) reported that there are five key 

areas that project managers should take into consideration towards the successful 

implementation of emotional intelligence, which include the following: 

• Self-Awareness: identifying and changing what is needed in order to have a better 

relationship with others. 

• Self-Management: practicing self-control and being realistic with our emotion patterns. 

• Social Awareness: showing empathy, reading emotions, building social networks, and 

developing organizational awareness and emotional boundaries. 

• Relationship Management:  mentoring and developing relationship strategies among 

stakeholders and team members. 

• Team Leadership: enforcing constant improvement in communication skills, managing 

conflict, project management leadership and providing inspirational leadership. 

Several models representing the emotional intelligence theory have been produced over 

time, but some may have received a greater sustain. On the one hand, Casper suggested that 

the model presented by Rechtfertig assists in creating personal and professional opportunities, 

autonomy, innovation among other characteristics that assure the definition, planning, 

implementation, and closing of a project (PMI, 2019). In the other hand, Davey-Winter 

recommends the model created by Dr. Steven Stein, as an emotional intelligence building tool 

based on the Emotional Intelligence Skills Assessment. This system is based on “Reuven Bar-
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On’s Emotional Quotient Inventory (EQ-i) model” that helps to understand, recognise, and 

build action plans for EI behaviours (n.d., p.2). Hence, this theory has five EI factors: 

• Perceiving: the ability to recognise and understand our own and other’s emotions, 

which is a critical skill for PM in order to avoid misunderstandings (e.g. in 

negotiations).  

• Managing:  the ability to manage, control, and express emotions, which assists project 

managers to be aware of their current feelings and to be able to make a choice in regards 

on the way they might respond to others.  

• Decision Making: the ability of applying emotions to solve problems in the best 

possible way. This also means that project managers’ emotions should not interfere 

while analysing a specific situation (i.e. leaning towards a negative or positive 

position). 

• Achieving: the ability of generating the most suitable emotions to achieve the 

established objectives in each situation (e.g. determination). 

• Influencing: the ability to foster change through the recognition, management, and 

reflection.  

Developing people, social, and communication skills represent the foundation towards 

emotional intelligence. Projects would not be possible to be carried out without all parties 

involved, which should be driven by the selected project manager. For this reason, managers 

are expected to build trust, teams, and create a broader network while assuring group 

performance and maintaining the authorized project budget (Hill & Lineback, 2015). This is 

also related to the development of charismatic leadership tactics (CLTs), which are 

represented by a set of skills that help managers become “more influential, trustworthy, and 

‘leader like’ in the eyes of others” (Antonakis, 2012). These characteristics can represent an 
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important aspect on project managers as they transmit positive attitude, reliability and 

commitment among the project members, and they can be fostered through EI courses. 

Education systems enhancing leadership and management style through emotional 

intelligence have been developed. Theoretical courses have begun to attain the interest of future 

and experienced managers as they become aware of the benefits that this skill may bring into 

their professional careers. For instance, Massive Open On-line (MOOC) was developed by 

Richard Boyatzis with the purpose of providing users with a platform named Inspiring 

Leadership Through Emotional Intelligence (ILTEI) that granted them with first-hand 

education on this subject through the removal of geographical barriers and even financial costs 

(Parssarelli, 2014). Similarly, courses allowing self-efficiency approaches from interested 

learners in emotional intelligence training have become more popular. Yet, according to 

Karimpour (2019), this type of learning scheme (i.e. self-regulated learning and planning) has 

been majorly present among female individuals since a research conducted by the Payame 

Noor University suggested that they had higher scores on these strategies. Therefore, through 

these types of courses it can be distinguished the different types of profiles in management that 

are related to emotional intelligence. 

Literature Theme 3: The effect of Emotional Intelligence towards diversity in Project 

Management  

Due to a combination of corporate interests and an increase in workforce diversity, 

demonstration of capabilities has reduced the gender gap in and increase minorities 

participations in Project Management. As illustration, Harvard University (2019) has stated 

the importance of that adhering to laws requiring to comply with fair recruitment of women 

and minorities as stipulated on the EEO/Affirmative Action law, but it was also emphasized on 

the benefits of having resources with diverse backgrounds and ideas. In relation to this, it is 
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inferred that there is a necessity to identify and recruit people who will also demonstrate they 

are qualified to control their own emotions in order to be able to manage other people within 

the organisation.  

Each organisation adopts their own hiring process, but it may seem as emotional 

intelligence is undervalued within it. Previous researches have reported that even though 

companies re-state that soft skills are of high importance for their employees, some studies 

present a significant difference. According to Karen Higginbottom (2018), contributor at 

Forbes, the British recruitment firm Robert Half U.K. reported that 25% of British business 

leaders consider EQ as being undervalued during the recruitment process. It is deducted that 

this might be related to psychometric tests used during the hiring process, which may not be as 

relevant as the candidate’s interview or CV. Undoubtedly , management positions require soft 

skills as argued by Lahon (2016) who reported that 85% of what differentiates project leaders 

involve EI. Hence, diversity represents an important opportunity in finding the desired project 

management profiles from those who combine their experience and soft skills. 

How has Emotional Intelligence fostered diversity in project managers? 

It has been recognised that for project management teams it is necessary to include 

diverse profiles to acquire the desired results within the determined time and cost. As it has 

been noted, project managers must be able to supervise and control teams regardless of the 

different profiles team members may represent. In any case, emotional intelligence provides 

leaders the possibility to manage people through strategies such as “viewing the world with 

other lenses” when it comes to working with diverse workforce. Diversity in the business 

environment has acquired a higher value, and when it comes to gender diversity, today’s 

society has adopted a concept of “equal opportunities”. One of the challenges that managers 

face while working with a diverse team is negativity due to differences in opinion. 
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 Nevertheless, this situation can be settled by employing three selective lenses. These 

are denominated “lens of realistic optimism, reverse lens, and long lens”, which stand for 

recognizing the facts, imaging oneself in the situation of someone else, and looking beyond the 

current situation, respectively (Schwartz, 2011). This approach foments tolerance and diversity 

adoption throughout project members. For instance, Michael Stuber, expert in the Diversity 

arena on the European level, prepared a list of 7 items to improve the gender diversity, which 

were found to be relevant for project managers as some disadvantages were highly noticed (e.g. 

No. 4 Stop -most women-only initiatives and apply a diversity mind-set) (as cited in Diversity 

Mine, 2017), representing the remembrance of the increase of female workforce among 

contemporary societies and its expansion.  Similarly, companies have begun adopting a “more 

diverse” gender workforce concept at a global scale. 

Nowadays, leadership relates to diversity as it also provides a good image for 

businesses. According to Dr. Pragya Agarwal, the Bureau of Labour Statistics reported that the 

percentage of female workforce was projected to increase from 2014 to 2024 and that this was 

associated with corporate cultures adopting diversity as part of their values. Moreover, it was 

argued that since diversity has been recognised as a positive element within companies, it has 

contributed to the attention and recognition of female role models. By 2017 it was reported by 

The Financial Times that women represented the 58% of the junior level workforce in finance 

companies (as cited in Agarwal, 2018), providing recognition of previous gender dominance. 

Consequently, it is inferred that female leaders have begun to upgrade their job positions 

among industries several industries, including project managers’ roles that have been 

dominated by male profiles in the past. This improvement has been linked to the emotional 

intelligence that women may overpower.  
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Has diversity influenced the increased recognition of female project managers? 

Female workforce has demonstrated a strong growth around the world, and in many 

cases, it has been related to emotional intelligence. Gary Rechtfertig reported that the 

appropriate usage of EI results on becoming a better leader, and that female project managers 

have showed a stronger understanding towards this skill. For instance, he provided an example 

where both a man and a woman obtained 800 on their SAT results but what differentiated one 

from another, was that more than twenty years later, she had become CEO of a “Fortune 500 

company” due to her understanding of EI (2010). Additionally, Grant Thornton presented on 

its International Business Report that gender diversity within enterprises enhances an overall 

performance and a more inclusive corporate culture as it provides a business balance and 

inspiration to others (as cited in Forbes, 2019). It is suggested that women’s emotional 

intelligence may provide some leverage when pursuing a top management role. 

The female workforce in project management has also increased significantly at a 

global scale. For instance, a study held in Latvia’s ICT sector presented that 45% of 60 

professional project managers who were surveyed were female, and through this study it was 

supported that their expert responses suggested that a project success depends on experience, 

qualification, communication, planning and controlling task deadlines, and understanding of 

the project and parties involved. Also, during the study, it was concluded that the selected 

managers, regardless of their gender, considered EI as one of the most important components 

in successful project executions (Binde, Zvirbule, Demjanova, 2015, p.7 & 10), bringing this 

skill forward to outline the requirements of project managers’ features.  

Equally, another study held by British project managers at Arras People showed that 

the number of female project managers had increased from 25% in 2008 to a 30% in 2014, 

representing an overall increase of 20% (Institute Project Management Ireland, 2017). This 

study discussed that the rise of female PM  has been due to the way they carry out and manage 
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their projects, involving as key factors their leadership, communication, meeting and team 

composition styles, especially since they have demonstrated to exceed the expectations and to 

grow and feed professional internal and external relationships. Altogether, these examples 

suggest that women’s intrapersonal coefficient have influenced their performance in the 

professional field and has increased their recognition for managerial positions.  
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Chapter 3: Research Methodology  

Past researches have proven the relevancy of emotional intelligence in project 

management. Nevertheless, this study will rely on gender diversity among the selected project 

managers to conduct its research. Previously, Claude-Hélène Mayer et al (2017) suggested that 

future investigations on the relationship between EI and leaders should consider “taking 

diversity markers such as age, race, culture, mother tongue and gender”, specially their mental 

health and welfare, in order to avoid falling into a single segmentation (p.11). Therefore, the 

Primary Research will be carried out through a combined research approach involving both 

deductive and inductive research, but particularly relying on the latter as this study will rely on 

a mixed research pursuing to draw conclusions supporting previous statements where 

emotional intelligence is essential for project management, and also to identify supplementary 

characteristics for suitable recruitment. Throughout this chapter the selected sampling, research 

methods and procedures will be discussed. 

Selected Participants  

The sampling group will be constituted by managers representing diversity through 

multicultural profiles, age and gender equality. The selected participants will be required to 

comply on having managerial job positions or previous career history from similar corporate 

environments, essentially in the project management field. There are several sampling methods 

suggested by experts, from which it is expected to adopt depending on the nature of the research 

(i.e. quantitative or qualitative). Nevertheless, the two major divisions include probability and 

non-probability sampling, which are differentiated based on the condition involving 

randomization among participants. Once the type of sampling has been identified, sub-divided 

sampling methods are recommended derived from the required research development (CIRT, 
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n.d.). Given the purposes of this research, the most suitable sampling options involved those 

related to qualitative sampling methods due to the disposition of soft skills’ data to be obtained. 

Based on the selected mixed research method, it is intended to blend both quota and 

snowballing sampling. These approaches adhere to the preferred characteristics of peculiarities 

that participants must comply with to meet with the aims of this study, and the fact that they 

would have been recruited by referrals (CIRT, n.d.). It can be sustained that quota sampling 

supports the research objectives through the selection process of subgroup categories chosen 

in order to observe any interrelations. Further, the circumstances of recruitment involved 

developing a description for the selected contributors and working on a list of potential 

participants with a minimum of a level 8 in education and willingness to contribute with the 

merely purpose of granting support to an academic research. The recruitment plan involved a 

population of current or former managers from different companies located in Mexico, U.S.A, 

Germany and Ireland through the author’s professional network meeting the certain 

characteristics needed for this research.  

Diversity will be a key factor within the selected group of participants with the purpose 

of obtaining varied perspectives towards emotional intelligence. The list of participants has a 

total number of 8 contributors complying with the required professional experience. However, 

the sampling had an equal gender split (i.e. 4 female and 4 male managers) in order to obtain a 

gender parity. Regarding the age range, the selected pool goes from an age of 25 to 45 years 

old, from which 2 managers representing each gender must belong to Generation X, and the 

rest from Millennials. The age factor is a key element in this study since it is focused on the 

contemporary project management environment and, even though this research will be based 

in a mixed approach, the baseline for the analysis will be qualitative data as the collection 

through the chosen tools is strictly related emotional intelligence as topic. Based on this, it was 
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planned to obtain data representing the recognition of the given soft skill among societies and 

industries through the most advantageous research design. 

Research Design 

The proposed research design has been planned to provide the best answer to the given 

research question through well-suited approaches. Depending on the nature of fieldwork, 

researchers have leaned on designs originated from either qualitative or quantitative 

information. On one hand, design for qualitative research includes a variety of exploratory 

structures that have been identified as phenomenality, ethnography, grounded theory, and case 

studies.  Due to the significant difference from one method to the other, some of them may 

even be used for mixed research adaptation; however, this would depend on the research origin 

and target (Astalin, 2013). On the other hand, quantitative research designs can be selected 

depending on the required level of control towards the experimental variables, which can be 

represented by descriptive, correlational, quasi-experimental, and experimental designs 

(CIRT, n.d.). As previously mentioned, this study is intended to collect data through mixed 

strategies in order to carry out the Primary Research based on specific variables.  

Research Philosophy 

The research strategy will combine both qualitative and quantitative methods. This 

research is based on previous studies that have concluded that both IQ and EQ are essential for 

project management profiles. In addition, this research proposes combining this statement with 

the shared testimonies from participants and the relevancy it represents. The collection of 

required data for this study will be based in literature review, interviews and emotional 

intelligence tests made to managers. Therefore, since the selected topic relies on both 

qualitative and quantitative data, the most suitable research approach is a Mixed Methods 

Research (MMR). It has been reported that this approach emerged after people began pursuing 
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a pragmatic research approach that merges qualitative and quantitative processes for a single 

study design. Moreover, it was argued that this “methodology is explored as a potential 

integrative approach to a psychoanalytic human science” Tillman et al (2011), leading to a 

powerful connection to the phenomena involving the importance of Emotional Intelligence 

topic among project management.  

Dependent and independent variables were identified in order to proceed with a 

research design. Some previous researchers have been able to evaluate variables through 

selected experiments as these are measurable, and sometimes handled to gain control. 

According to Lærd Statistics (2018), an independent variable can be “manipulated in an 

experiment in order to observe the effect on a dependent variable, sometimes called an outcome 

variable”. Given this information, data obtained through the selected materials for this 

examination would be measured depending on the emotional intelligence test results as they 

will be compared to the input provided by participant’s experiences (i.e. independent 

variables). For this reason, the research philosophy is to be regarded as a mixed design since 

the targeted data will be collected through the combination of research philosophies of partly 

Phenomenology and partly correlational designs.   

The chosen designs were selected due to their acceptable settlement towards its 

combination. For instance, phenomenology itself represents a direct connection with the 

principal topic on this research since it combines both philosophy and psychology as academic 

disciplines and it has been recognised as an acceptable method to describe human experiences 

(CIRT, n.d.). Additionally, according to the Center for Innovation in Research and Teaching 

(n.d.) of Arizona, this study “attempts to set aside biases and preconceived assumptions about 

human experiences, feelings, and responses to a particular situation represents”. Therefore, it 

would be expected to register the independent variables from the selected sampling based on 

the analysis of their perspectives, feelings, and understandings which would depend on the 
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variables related to their experience and consciousness of the phenomenon (i.e. Emotional 

Intelligence). Admittedly, this research has been denominated with a mixed design, but 

qualitative methods may present a stronger presence throughout this study.  

Phenomenology can be considered as the starting point for this research design but not 

the overall prerequisite. This approach has been selected for the purpose of analysing the idea 

of considering Emotional Intelligence as a phenomenon among managers’ success based on 

their experiences. Nevertheless, even though the second research tool, correlational, is not 

essentially focused on identifying cause & effect connections, it uses statistical analysis to find 

relationships among variables through observations during the data collection (CIRT, n.d.). 

From which the numerical scores reflecting the capabilities of each EI quadrant from the 

questionnaire are considered to be the independent variables and the calculations from the 

given answers based on gender and country of residency represent the dependent variables 

from the correlational design. It is then deducted that the main reason for the selection of this 

combined approach is due to the support this topic will receive from the selected workforce 

interviews and the statistical results from the emotional intelligence tests.  

Research Approach 

The selected topic of research requires a mixed research approach involving both 

inductive and deductive analysis as it is expected to be beneficial. It has been noted that a 

combination of both research analysis may provide a positive impact for certain topics. As 

illustration, a study held by the American Psychology Association, it was identified that results 

obtained by inductive and deductive judgments can be allocated into a strong argument 

assessment if they follow a “single underlying dimension” (Hayes, B.K. et al, 2018, p.16). 

According to these authors, its participants presented outcomes based in their logical validity 

and consistency with background knowledge they evaluated their results through both 

approaches, from which several disconnections were found. Forasmuch as, they concluded that 
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these results, by being consistent, had a common evidentiary scale for induction and deduction. 

Nevertheless, this research will majorly rely on an inductive approach due to the outweigh of 

qualitative data to be analysed on this research.  

Experimental and control groups will be excluded from this research since the inductive 

approach prevails over the deductive one. Due to the fact that both experimental and control 

groups receive an experimental procedure, each being differing by the way the independent 

variables are exposed (Helmenstine, 2019), it was objected to pursue this implementation 

within the participants group.  Essentially, the decision was based on the selection of making 

the phenomenology design as the principal approach because of its development towards social 

sciences, which in this case it is related to a specific soft skill. Nonetheless, the necessity of 

including quantitative data was identified as qualitative research is not always numerical 

(SOTON, n.d.), which is required for this research due to the merge of the selected materials 

for data collection. Additionally, the selected research approach includes a between-subjects 

study design as participants with different test conditions (e.g. gender and age) will be exposed 

to the same content in order to obtain relevant data on EI (Budiu, 2018). This represents the 

importance of pre-selection and the desired groups of participants. 

Studies have also pointed to gender-based learning tendencies, which would be suitable 

for this research due to the way in which participants were assigned into sub-divisions. As it 

has been noted, an important factor among participants is having gender parity among the 

sampling. The Canadian Center of Science and Education published a study in which it was 

concluded that the gender has become a variable in order to define the approach direction, from 

which they have pointed that women’s responses leaned towards both approaches (Rahmatian 

& Zarekar, 2016). Meaning that these techniques would be of great use for the analysis of 

Emotional Intelligence among each gender within the workforce. This reasoning is based on 

the fact that both qualitative and quantitative data will be provided through the academic 
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literature and professional experiences, and further conjectures will be made to discuss if either 

gender presents stronger soft skills through these studies. 

Materials 

Derived from the selected research strategies, interviews and a specific emotional 

intelligence test were selected to be prepared and delivered for analysis’ purposes. The 

appointed materials’ implementation consisted in getting access to the respondents and arrange 

interviews through physical meetings, e-mail, skype, or phone calls through personal contacts 

from former company jobs and networking. The population was initially proposed to range 

from 6 to 10 managers, but a total of 8 participants were chosen, as previously noted.  They 

will be given the same EQ test and interviews, which had previously been drafted and chosen 

prior to dissertation period but had been subject to changes with the condition of keeping the 

same topic in relation to Emotional Intelligence in Project Management. Essentially, each of 

the chosen materials represent both the qualitative and quantitative research approaches, 

respectively. 

Interviews  

A set of questions were developed to assemble a semi- structured interview standing 

for the qualitative research approach. This material was selected with the purpose of developing 

a defined structure based on a depth interview in which it was possible to adapt a multi-method 

design for the selected methodology. Paul Hague recommends this selection for studies in 

which participants are geographically scattered, where insights are required, where it is 

expected to collect information without ‘contaminating’ other respondents, and where complex 

comments are expected to be recorded (2016, p.82-83). Additionally, the questionnaire’s 

design emerged from the necessity of providing uniformity to the interview’s conductivity and 

expected guidelines to meet the research objectives. For this reason, the semi- structured 
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questionnaire was chosen as it enables mixed methodologies through a “business-to-business 

market research” and qualitative studies by allowing closed and open questions (p.127), which 

also allows interviewers to contribute to the success of the questionnaire. This selection 

narrowed the options for the most suitable type of questions to be developed. 

Behavioural and Attitudinal questions were determined to fulfil the research purpose 

while designing the questionnaire. Both types of questions would encourage each participant 

to provide information related to the way they conduct themselves towards the topic in 

discussion and to understand their behaviours, opinions, and attitudes (Hague, 2016, p.132-

133). Therefore, it can be inferred that both may complement one another and make a 

questionnaire more robust. Considering this, the interview comprised 11 questions, from which 

may contain up to 2 potential follow up questions (see appendix 2), assisted when attempting 

to identify if they have been aware of this soft skill through previous education or at least a 

personal interest on this matter. Next, when it is intended and if they have been able to apply 

any strategy related to this subject during their performance in a project. At the end of the 

questionnaire, it is expected to report if the selected participants have acquired any professional 

role due to their EI development. Equally, key variables for the proposed study were 

represented on the three most important aspects to be posed to respondents (Figure 1), which 

were used as a starting point to develop deepness on this area. 
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Figure 1. Key variables for the proposed study 

Establishing key variables for the intended research was essential to generate stimuli 

towards the topic among the sampling. Since the group of participants was characterised by 

being diverse due to each selected profile, the key variables were expected to lead participants 

into the course the interview would take. Questions 1, 4, and 9 from the performed 

questionnaire represent each of the three given key variables that correspond to the given 

research objectives (see appendix 2). As a result, this would influence the desired outcome of 

the study by being able to identify whether the selected sampling group shares an interrelation 

where emotional intelligence is recognised to be indispensable for leadership improvement and 

success. Consequently, since this research seeks to find a relationship among the project 

managers’ success and emotional intelligence, the qualitative approach through an EI test was 

contemplated to support these interviews. This to confirm that, regardless of the diversity 

factors, managers’ responses would match or add up with their emotional intelligence scores. 

GEIT Test 

The Global Emotional Intelligence Test (GEIT) was selected to represent the 

quantitative research approach. This test was designed in order to provide a retrospect towards 

Whether Project Managers are familiar 
with the term “Emotional Intelligence”.

Considering Emotional Intelligent to be 
part of  managers' Leadership & 

Management style.

Recognition of Emotional Intelligence as 
part of a Project Manager recruitment 

process.
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the user’s assessment of emotional intelligence by measuring the current level of awareness on 

this matter, which is primarily based on Daniel Goleman’s “four quadrant Emotional 

Intelligence Competency Model” represented by self-awareness, self-management, social-

awareness and relationship management (Global Leadership Foundation, n.d.). This procedure 

was developed in a quiz mode obtained from the Global EI Capability Assessment instrument, 

from which 40 out of the original 158 items were used as questions. These items are given with 

a brief description of the test within the instructions, and it is explained that each item will be 

provided with two possible responses that need to be selected depending on what best describes 

the user (see appendix 3). Therefore, it is deducted that the given questionnaire is user-friendly 

and has a low level of complexity. 

Once participants enter the required information through the digital test, an emotional 

intelligence profile will be generated. The numerical scores will range from 0 to 10 for each of 

the four emotional intelligence quadrants which will represent the level of capacity for each 

division, meaning that users may realise if they master most of their quadrants or if they have 

a higher or no control in any of those.  It is important to be mentioned that this test does not 

guarantee an exact accuracy on the final results as external factors (e.g. being in a rush) may 

influence the participant’s answers; and therefore, their results towards each quadrant score. 

However, previous researchers have identified that EI measures generally provide acceptable 

internal stability towards reliability (Conte, 2005, p.437). In either case, all of the given 

information would remain confidential to honour the terms and conditions agreed with 

participants. 

Participants were advised of the exposure these materials would provide for research 

purposes. Both materials were selected due to the clear objectives among one another and its 

undemanding accessibility while requiring participants to comply with the contributions. These 

frameworks are expected to be conducted during a previously agreed meeting in which the 
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interview will be held at first, and then the participant will take the GEIT and share the final 

scores with the purpose of expediting collection and data during the same reunion.  

Additionally, the corresponding supporting documents such as Information Sheet & Consent 

Forms (see appendix 4) were submitted to each participant prior to the final meeting in order 

to advocate the validity of this study and solve any potential doubts. 

Procedure 

This study was developed under the notion of having Emotional Intelligence as the 

base. Managers often wonder if there is “additional room” for improvement, aside from 

technical or intellectual capabilities, but may forget that abilities evolving under EI provide 

them with powerful competences. Therefore, as previously mentioned, this design involves the 

combination of both qualitative and quantitative research methods by selecting one approach 

from each forte and the appliance of chosen materials. Participants were advised that it is 

expected to collect the desired data through the given EQ tests and interviews about their 

professional experiences since both approaches were identified as necessary to present and 

argue the desired point (i.e. the relevancy of Emotional Intelligence in Project Management 

and leadership). This was reported as a conjunction of previous research on the subject 

throughout the academic analysis. 

During predecessor dissertation stages, previous studies related to EQ were searched to 

begin building the hypothesis supporting the idea that EI is of high importance among leaders 

and managers. Next, personal network was evaluated to begin the candidates’ selection and 

invitation to participate in this study. Then, each participant was reached out in order to confirm 

if they were willing to contribute to this study in order to schedule a potential date for a meeting. 

Finally, the corresponding interviews taking place for approximately 40 minutes, and the GEIT 

tests lasting around 10 minutes, would be carried out to begin recording data handling a 

fieldwork duration of less than an hour with each participant.  In other words, this study will 
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be mostly based on previous EQ studies, and professional experience from the sampling group. 

The selected research design is intended to raise emotional intelligence awareness among 

leaders in order to recognise their current situation towards this human factor and identify 

whether it needs to be improved or leveraged. Nevertheless, potential practical issues while 

collecting the data through the selected implementations were identified. 

Research Ethics 

Some of the practical issues in collecting data involve its access and ethical issues. 

Firstly, having the selected sample group does not guarantee that all the desirable participants 

will agree to contribute to the study, which makes it hard to access and collect the data in a 

timely manner as they must provide formal consent of their contributions (see appendix 4). 

Related to this, for some type of researches participants are not be able to provide the requested 

information due to contract clauses specifying confidentiality from their current of former 

employers, which may lead to undesirable ethical issues. However, these risks are be lowered 

through an anonymisation plan, which would somehow limit the credibility of the recorded 

data but would at least provide some protection to the participants. Even though this plan 

contemplates different potential constraints to be presented through the study, a factor that will 

might stand out from those involve ethical issues. 

Due to the nature of this research, the risks for facing these issues remain low as they 

do not require explicit data from employers, but it is mandatory to analyse potential scenarios 

for each participant. For this reason, it was expected to come across common situations such 

as providing a misinformed consent, unawareness of anonymity and confidentiality 

requirements, targeting vulnerable individuals, research role conflict, and so forth.  In order for 

this study to achieve its purpose without having high chances of facing these problems; 

supporting paperwork will be handed in to parties involved in this dissertation, as previously 

mentioned, including an Ethics Checklist (see appendix 5). Therefore, each participant will be 
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aware of the research purpose, who will have access to the provided information, and that they 

are accepting the diffusion of the shared information throughout the surveys and interviews. 

Data Analysis 

The collected data was planned to be analysed through suitable tools for information 

obtained through a mixed research. Regarding qualitative analysis, the responses obtained 

through interviews from a semi-structured questionnaire were collected with the intention of 

avoiding limiting the participants’ ways of expression and information that they might be 

willing to share. Information that will then be used through a program used for statistical 

analysis in social sciences, NVivo, in which different types of files are stored, organized, 

categorized, and visualized for further analysis (NVivo, n.d.). Although, it should be noted that 

data will be prepared through data validation, data editing, and data coding for both data 

analysis methods, this analysis will search for data patterns that make sense and comply with 

the research purpose. Furthermore, to provide stronger emphasis on the qualitative findings, 

these data analysis will be merged with those from the deductive analysis. 

The quantitative analysis was selected to provide support to the results from the 

qualitative approach. The numerical records will be analysed through a statistics charts from 

Microsoft Excel in order to display the information obtained from the GEIT scores from each 

participant and obtain the averages and correlation matrix data. The results will be allocated in 

order to find similarities, recognise patterns or differences and it is expected to identity 

opportunities and efficiency areas through a statistical analysis of capabilities for each profile. 

The difference will rely on the fact that quantitative data analysis will be based on inferential 

statistics, and qualitative data analysis will attempt to register a pattern through word-based 

methods. 
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Chapter 4: Findings 

This chapter will present the results and findings obtained from the mixed research 

methodology used to obtain the necessary data. The first part of this section followed the Braun 

and Clarke thematic analysis ‘steps to conduct the qualitative examination since the primary 

research aims to identify the sampling insights related to the challenges and benefits from 

emotional intelligence within management. The simplification of this section will be portrayed 

through the explanation of the data coding process, the transition from codes to themes, each 

theme presentation, and its model of data. Then, the second part will include the results from 

the correlation statistics reporting the GEIT inputs from each variable used to represent the 

value of the test statistics. Lastly, the third part of this section will present the analysis when 

merging both results as it is also intended to identify the relationship between the participant’s 

perceptions on the idea that emotional intelligence plays a key role in management compared 

to their test results. Each stage will be provided with relevant visual representations from data 

analysis results with the corresponding interpretation that led to the suggested findings. 

Qualitative Approach 

The data analysis representing the inductive research approach throughout this study 

was developed under the conducted thematic analysis. As previously stated, this study consists 

of a mixed research methodology with a stronger base towards the qualitative approach. The 

conducted qualitative research required to be clear and concise about what was intended to 

achieve, and the process followed to accomplish it, matching to the accuracy of this method. 

Prior to analysis, the data collected through the primary research (i.e. interviews) was coded 

by using NVivo in order to identity patterns among the participant’s contributions over the 

semi-structured questionnaires (see appendix 8). In the view of this specification, a “6-phase 

guide to performing thematic analysis” was followed to achieve the most accurate extent 
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towards the research objectives and contribution for future researches on this matter, as this 

method helped to identify, analyse, and report data patterns.  

The thematic analysis method provided a concise guideline to code and analyse the 

data. This approach helped identifying themes once the inputs were coded, and it also provided 

an opportunity to expand the ways of data interpretation that may supply the research topic. 

During this procedure, the terms corpus, data set, and data item were labelled as corresponding 

to the data collected for this research as a whole (i.e. all interviews), the individual items 

sharing a particular analytic interest within the data corpus, and each individual piece of data 

collected (i.e. individual interviews) (Braun & Clarke, 2006), respectively. Therefore, the 

collection process of data for this study leveraged on the flexibility and theoretical freedom 

from the thematic analysis. This, assisting when demonstrating the research purpose and the 

analysis execution after coding the data and developing each theme that was later compared 

and paired with the quantitative approach.  

Coded Data 

The corpus provided by the sampling group was processed and coded using the phases 

of thematic analysis as reference. The collected raw data inputs were firstly written down as 

ideas and subsequently divided into potential coding schemes with possible re-examination for 

future adjustments required to meet the complete coding and analysis procedure. Nevertheless, 

it was essential to get familiarized with the research data for the initial phase, which was 

achieved through the repeated interviews’ listening, transcriptions, and (in some cases) 

translations to begin with simple notes and re-reading when necessary. The fact that the same 

questionnaire was applied to all participants assisted while beginning noting down initial ideas 

as similarities and strong differences begun to be noticed.  The second phase consisted of 

generating initial codes through data standing out with particular features that would then lead 
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to data sets. For this research, the following phase received certain theoretically driven 

influence. 

Potential themes were developed during the third phase of data coding. Even though 

research materials were selected based on theoretical and epistemic allegiance (i.e. semi-

structured interviews), the theoretical freedom from the thematic analysis assisted during the 

transition from codes to themes as participants were allowed to provide as much data as they 

desired that matched with secondary research but also contributed to move from specific 

observations to generalities, meaning that the themes were developed by a data-driven analysis. 

The elaborated themes were later reviewed and modified during the fourth phase after each 

data item was categorised into the corresponding data set and further sets were merged or added 

accordingly to create sub-themes, so that all themes would make sense and to take the most 

advantage from the participants’ inputs. Then, the amplified themes were reviewed for precise 

definition and names that would properly suit the essence of each content during the fifth phase. 

Eventually, the sixth and final phase, took place while creating the report that would support 

the extracts’ analysis derived from the visual representations that assisted to settle the codes 

into themes. 

Transition from Codes to Themes 

Codes identified across the sets of data progressed into themes essentially from repeated 

patterns. This processed was primarily dominated by the third phase within the thematic 

analysis as it emphasized on assembling coded data extracts into potential themes. Initially, 

data was coded into candidate themes that were later arranged into sub-themes representing 

detailed data representation. This followed by the process from the remaining phases that 

helped develop and refine the search for themes, and these were produced along with the use 

of corresponding graphs, mind-maps, and word frequency queries analysis. Overall, it should 

be noted that the coded data began shaping each theme by combining both data and theorical 
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driven analysis since the resemblance and discrepancies among data sets and secondary 

research were highlighted during the interpretations and 15 candidate coding themes were 

reformulated into more specific divisions. Consequently, coded data transitioned into four 

themes related to emotional intelligence within management that were developed to identify 

relationships, differences, and new findings. 

Theme 1: Emotional Intelligence Awareness among Project Managers 

The awareness of emotional intelligence represented the base for the analysis within 

the first theme and directed the path for the remaining themes’ development. This topic is 

defined as the recognition of EI as existent or non-existent among the selected population since 

their attention was drawn into the background information of emotional intelligence itself, and 

the identification of their emotions’ management. Under those circumstances, figure 1 portrays 

the mind-map representing the developed sub-themes under this topic where the existent 

awareness of emotional intelligence was divided into categories representing their own 

definition and the participants’ academic background on this subject; and it was considered as 

non-existent for those to whom emotional intelligence was not a familiar topic at all, which 

accounted only for 1 out of the 8 interviewed participants (see appendix 7). Once the inputs 

from the remaining participants were classified under “existent awareness”, the supportive data 

was classified into the corresponding sub-theme. 
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Figure 2. Emotional Intelligence Awareness among Managers 

The existent awareness was coded into emotional intelligence definitions and academic 

background on this topic. The data collection in regard to the participants’ definition on EI was 

considerably positive as the word frequency 

criteria among the grouping codification for 

exact matches reached an almost exact query 

among all participants for two of the most 

illustrative words for EI official definition, 

which were “emotions” and “people” as shown 

on figure 3. The most frequent words that 

followed highly matched the definitions quoted 

over this document’s introduction chapter, definition now formulated into the “intelligence 

coefficient of the ability to understand own and others’ emotions” (see appendix 7). In contrast, 

Figure 3. Emotional Intelligence Concepts  
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the academic background related to emotional intelligence among the sampling group 

presented a balanced response as half the participants stated on never attending to courses 

related to this matter, and the remaining confirmed that they only attended due to employers’ 

requirements as shown on figure 4. For instance, one of the female participants received a 

mandatory course on EI as part of her training, and only another (female) participant has had 

the initiative to take courses on her own after learning from this topic through her former 

employer (see appendix 7). Therefore, it is inferred that emotional intelligence awareness is 

present among these managers, but academic background emerged from employers and not by 

self-motivation. Conversely, the following sub-theme on this section provided further 

information. 

 

Figure 4. Academic Background related to Emotional Intelligence 

Data coded under the emotions’ management sub-theme was divided into categories 

representing the emotional intelligence quadrants. The categories displayed as relationship 

management, self-awareness, self-management, and social awareness provided significant 

inputs that would later be compared to the quantitative data since they represent quadrants used 

in many EI tests. Furthermore, the data sets provided additional information that generated 
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unanticipated insights that connected with each quadrant such as managing different cultures, 

decision makers’ nature, completing project obligations, balancing authority’s empathy, and 

listening to associates. Notably, sub-topics derived specific information from the mind-map on 

Figure 2 representing each quadrant and were visually represented for further analysis. 

However, in figure 5, it is noted the number of participants’ experiences that shared similar 

information corresponding to each EI quadrant, from which social awareness stands out as the 

most common quadrant in half of the sampling group by sharing similar responses on their 

interactions with team associates. 

 

Figure 5. Emotions’ Management coded by Professional Criticism Reception 

Social awareness represented the quadrant with the common denominator with the most 

coincidences. It was observed that 50 % of the sampling concurred in balancing their 

authority’s empathy and listening to associates as they were some of the hardest criticisms 

received among the professional environment. As illustration, two participants stated that they 

had been criticized for not being able to balance their way of approaching or negotiating with 

suppliers as they were being labelled as “being too soft” to them (see appendix 7). This can be 
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associated with the emotion’s management that leaders must develop and keep balanced while 

interacting with stakeholders, which is often liked to their leadership and management style. 

Theme 2: Emotional Intelligence as part of Leadership & Management Style 

The second theme was developed under the scheme of manager’s profiles. Leaders 

often adopt practices that they learn from theory or experience that contribute to their 

leadership and management styles. Therefore, this theme is defined as the deposition of those 

characteristics building a successful manager’s profile where these were directly coded into the 

sub-themes corresponding to each approach with the purpose of identifying their relationship 

with emotional intelligence, as presented in figure 6. Particularly, 7 out of 8 of the participants 

considered emotional intelligence to be part of their leadership style due to their roles within 

projects (see appendix 7), and all of those who agreed on this matter, also considered influence 

and persuasion as important elements in leadership that help while building authority and are 

directly linked to emotional intelligence. Nevertheless, it was noted that these characteristics 

are developed through techniques and styles that varied due to the potential inputs that 

participants would provide. 
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Figure 6. Emotional Intelligence in Managers’ Profiles 

Five trust techniques were identified as part of the participants’ leadership style. It was 

inferred that listening and supporting team associates received 50% similarity among 

respondents based on previous experience. However, the majority of the participants’ trust 

techniques were mentioned to be related to the fact that, while project managers provide 

guidance and create ideas, the team associates are those who execute the required activities to 

achieve the team’s objectives (appendix 7). Therefore, as shown in figure 7, the given chart 

presents that half of the sampling group agreed that in order to gain the teams’ trust they had 

to be there in the sense of receiving honest communication and support for all team members 

through this technique. Equally, it was recognized that emotional intelligence was part of these 

techniques with the exception of the participant that contributed with teambuilding, but it was 

later highlighted that emotional intelligence also influences the leaders’ management style. 
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Figure 7. Trust Techniques among Project Teams 

Leaders’ management style can be reflected on the way they act and the way they 

manage the people they are in charge of. Without a doubt, it was identified that emotional 

intelligence influences both sides of 

this approach as all participants 

agreed that the level of their EQ 

have a significant impact on the way 

they address unexpected situations 

that may arise during a project, as 

well as the way they cope with 

others’ performance. As presented 

on figure 8, participants’ inputs on 

this section were coded into “self-

control” and “control over others” 

based on the argument that 

managers’ control over own emotions may lead to intuition in risk management as they develop 

this soft skill and match it with trends and past experience. Additionally, leaders’ management 
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Figure 8. Leaders’ Management Style  
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style developed under the emotional intelligence umbrella assist while attempting to solve 

disputes with project stakeholders, as it was agreed among half of the sampling group. Another 

finding was that 3 out of the 8 participants pointed out that, in their experience, EI helps 

managers to understand different cultures and to encourage empathy among the project team 

(see appendix 7), which is directly linked to the second research objective as it refers to their 

leadership style. After this theme was created, it was attempted to identify if managers’ profiles 

with these characteristics were also inquired during the recruitment process. 

Theme 3: Emotional Intelligence as part of the recruitment process 

The recruitment process was a notorious topic to be considered as a theme during the 

data coding procedure. This section is defined as the accent on the future acknowledgment of 

emotional intelligence during the hiring process of managers and team associates, and it is 

considered to be a brief but concise theme since data was directly assessed from participants’ 

past experiences on this matter. Subsequently, this topic was categorized into having previous 

EQ tests during the participants’ hiring processes and into the likelihood of them considering 

this type of tests when searching for future team members, if given the opportunity. On the one 

hand, it was learned that, even though half of the participants have received EI courses from 

employers, 60% of this population’s EQ was not assessed while being recruited, as shown in 

figure 9. On the other hand, the participants’ opinions regarding future hiring processes 

provided drastic results. 
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Figure 9. Emotional Intelligence Involvement among Recruitment Processes 

The contemplation of emotional intelligence tests for future prospects presented a 

significant difference on the given research .Due to the recognised emotional intelligence 

awareness among the selected sampling group, it was deducted that managers in contemporary 

work environment are beginning to grant more attention to EI levels since 80% of this 

population provided a positive response towards the possibility of considering this element 

within future hiring opportunities, as shown in figure 9. Therefore, it is inferred that reports 

obtained from emotional intelligence tests can provide an insight from the applicant’s profile 

and they can be matched with the corresponding job position interviews. In relation to 

characteristics searched among managers’ profiles during recruitment processes, another 

aspect that bears a resemblance of equal relevancy is diversity. 

Theme 4: Emotional Intelligence and its relationship with Diversity 

Gender and cultural diversity represented the last theme developed for this analysis 

based on the population’s input during the primary research. Diversity has increased in 

contemporary workplace environment among companies by hiring people from different 

cultures and gender as it has become rather mandatory to demonstrate their combat against 
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discrimination and having a wide inclusion perspective. In particular, direct testimonies from 

subordinates and research studies may point out specific benefits and facts of the effects when 

creating diverse teams. For instance, 3 participants reported that cultural diversity provides 

higher chances of project’s success as it increases the opportunities for idea contributions 

within a team (see appendix 7). Additionally, the questionnaire used for the first part of the 

primary research helped collecting additional information supporting this study as it provided 

specific inputs related to gender diversity, as shown on the project map from figure 10. The 

second sub-theme presented a connection between female managers and their emotional 

intelligence awareness while information was being coded. 

Figure 10. Emotional Intelligence in Diversity 

Mastering emotional intelligence has been identified as a leverage provider among 

female managers. Even though it was learned among some participants’ considerations that 

emotional intelligence leverages anyone who masters it [regardless of their gender], it was 

registered that 75% of the sampling group agreed that this soft skill provides leverage to female 

managers as shown on figure 11. These statements relied on the power of combining the 

manager’s intelligence quotient and emotional intelligence by channelling and managing their 

emotions into a positive path. Therefore, while the main objectives for this research were 

acknowledged to be directly related to emotional intelligence, participants were provided with 

the opportunity of giving their “own voice” and made contributions that were indirect to the 

theoretical positions discussed throughout this document. Based on their contributions, it was 

possible to identify the themes that received the most predominant data within this research. 
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Figure 11. Opinions towards Emotional Intelligence as Leverage for Female Managers 

Model of Data 

The most suitable model of data for the findings among the qualitative research was the 

hierarchy model. Based on the coding references from NVivo, it is inferred that the hierarchy 

demonstrated throughout the conducted thematic analysis was represented by the 

predominance of theme 2- leadership & management style, theme 1- emotional intelligence 

awareness, theme 4 – diversity, and theme 3- recruitment process, respectively (see appendix 

9).  Due to the fact that this research was majorly based on data-driven analysis, the selected 

model allowed to recognize the relationships presented within theme nodes and data expansion 

providing larger coverage for each theme. Therefore, it was identified that the inputs with the 

most aggregated items coded were those from the second theme, which is strongly related to 

one of this research objectives towards emotional intelligence among manager’s leadership and 

management style. Nevertheless, a second methodology approach was driven by the purpose 

of providing support to the top objective of this study, emotional intelligence awareness. 
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Quantitative Approach 

The data analysis representing the deductive research approach throughout this study 

was developed under the conducted GEIT test results from each participant. The purpose for 

carrying out this analysis was to provide support to findings from the qualitative research and 

to reinforce the topic used as base towards the research objectives, which was represented by 

the second most coded theme from the qualitative research denoting the awareness of 

emotional intelligence. Concerning this, the variables used for test were gender and country of 

residency of the selected population, which depict for diversity. In this sense, the value of the 

test for correlation statistics relied on the intention of having the exact number of participants 

from each gender and from different countries of residences in order to register findings from 

a varied population, as mentioned in chapter 3. Therefore, the correlation statistics measured 

the oscillations from each of these variables.  

Correlation Statistics  

Positive and negative correlations among the GEIT test results from each participant on 

the emotional intelligence quadrants were identified for deep analysis. This information was 

obtained through a correlation matrix presented on Table 1, where the EI quadrants with 

positive correlation were Self-Management & Relationship Management with a correlation 

coefficient of 0.77, and Self-Awareness & Social-Awareness with a correlation coefficient of 

0.42. It is deducted that both sets of variables have positive correlation among each other as 

they share the highest correlation within the analysis. In contrast, the remaining sets of 

variables present a negative correlation according to the given results from each manager. 

Furthermore, the sets of variables with positive correlation coefficient were later collated with 

the results from each participant now using gender as variable comparison within the EI 

quadrants. 
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Table 1 Emotional Intelligence Quadrants table displaying the correlation statistics matrix 

from selected population 

  

Self-

Awareness 

Self-

Management 

Social-

Awareness 

Relationship 

Management 

Self-Awareness 1.00    
Self-Management -0.45 1.00   
Social-Awareness 0.42 -0.06 1.00  
Relationship Management -0.15 0.77 -0.35 1.00 

 

One of the identified sets with positive correlation presented a relevant match when 

being compared unto genders as variable. The average results from each quadrant were 

registered according to the gender of each participant, and it was learned that only females’ 

mean from these results meet with one of the EI quadrants sets, which coincided with having 

Self-Awareness and Social Awareness as top quadrants with an average of 7.25 and 9, 

respectively. In contrast, GEIT top results for male participants did not match any of the given 

sets as they resulted with Social Awareness and Relationship Management as shown in figure 

12. It should be noted that the cultural diversity was indispensable for this analysis as it was 

attempted to provide an open opportunity to receive data from different perspectives so that 

findings had lower influence from cultural characteristics. As illustration, Hofstede Insights 

(2019) reported that countries from the selected population show different levels of 

individualism but similar masculinity levels (see appendix 9). Under this condition, it was 

possible to compare and analyse the relationship between these outcomes against those from 

the qualitative research. 
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Figure 12. Gender Diversity Comparison  

Data consolidation provided a methodical perspective for similarities and captivating 

findings. The selected mixed approach provided this research with information that was 

expected to be collected but it also provided with information that enhanced the pursued 

findings. On the one hand, inductive reasoning supplied with data that presented a high 

percentage of participant’s positive opinion on emotional intelligence as being part of a 

successful performance within an organization, and also that it provides some leverage for 

female managers. On the other hand, the deductive approach resulted on findings indicating 

that the GEIT results from female managers matched with their experiences’ inputs since it 

was observed that 3 out of the 4 female participants’ EI quadrants matched in both analyses, 

unlike male participants where only 1 showed equal results from each approach (see appendix 

10). Considering this, as per the aims of the conducted research, the data analysis findings will 

be employed to annotate on the research objectives for this study. 
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Chapter 5: Discussion 

The interpretation of findings from the conducted analyses will be discussed and 

compared to secondary research and theories throughout this chapter. The findings encountered 

have been categorized as those meeting with the research objectives and those who have been 

identified as new or supporting detections. Granted this information, this section will highlight 

the value of the given findings by reaffirming the aim of this research, summing the findings, 

confirming the findings’ support or discrepancy towards the research objectives, discussing the 

findings in relation to prior research, potential problems, strengths and weaknesses within the 

research, ideas for future research related to the findings, stating the implications of the results, 

and concluding with enhancements presented during the discussion. Accordingly, each of the 

key elements to be discussed were primarily based on the aim of this research, which was to 

indicate the advantages arising from mastering emotional intelligence and the difficulties 

presented when lacking this skill.  

Followed by this statement, the justification for this study also involved secondary 

topics that would provide support to this research. These included identifying the challenges 

that managers encounter when having little or no awareness and control of their emotions, 

recognizing benefits and positive outcomes resulting from previous experiences where leaders’ 

have improved their level of emotional intelligence, and to point out opportunity areas that 

managers may enhance through this ability. As a result, remarkable findings directly linked to 

the research objectives were identified including the levels of emotional intelligence among 

managers and their academic background on this subject, elements related to EI that are 

considered to be part of leadership and management style, and the given value to EQ during 

recruitment processes. Furthermore, findings indirectly related to the official research 
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objectives were identified to rely on cultural diversity and female managers leveraging on 

emotional intelligence. 

Research Question 

Recognising the importance of emotional intelligence within project managers in the 

contemporary work environment represented the main purpose of this research. After 

reviewing the collected data and results, it was learned that the research question was provided 

with several findings that would contribute with positive answers. Undoubtedly, as previously 

mentioned, the registered findings support each of the research objectives as they provide 

enriched results responding to the research question with respective facts supplying emotional 

intelligence as of highly importance within a managers’ profile, as well as suggestions for 

further analysis that would lead to a more detailed investigation on related topics. To 

demonstrate this statement, it is essential to outline each of the registered findings and confer 

each one of them into the prospect or into the idea of going against supporting the research 

objectives and previous theories. 

Commencing with the findings’ discussion, it is noted that most of the results were 

linked to the research objectives of this study. Findings related to the first objective show that, 

with the exception of one participant, almost everyone from the sampling group had previous 

knowledge on emotional intelligence and they all shared a fairly similar definition of this term. 

This provided relevant support to previous research by demonstrating the level of awareness 

on the topic. Schwartz (2011) reported that leaders must be aware that to feel valued and 

valuable is an emotional need to most individuals, which was confirmed by the fact that only 

one manager was unfamiliar to emotional intelligence. Further, this finding was related to the 

inquiry of the processes followed by managers in order to expand their knowledge on this topic. 
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Another finding denoted to academic context on emotional intelligence. It was 

identified that there was no previous academic background related to this skill among half of 

the sampling group, and those who did, indicated to be due to training purposes from 

employers. This provided a remarkable finding as it advised on a suggested idea that employers 

provide certain attention to this matter. Related to this, Connolly & Reinecke (2017) reported 

that emotional intelligence has received inconsistent attention within project management as it 

is not within the predominant topics of PMI certifications to which can be inferred to be slightly 

false. This theory can be contradicted by the fact that half of the selected population advised 

on having EI courses given by their employers. However, this statement could be supported if 

the focus was within independent project managers who are only seeking a PM certification 

itself and no additional input (i.e. developing soft skills), which is usually contrary to what big 

corporations look for when supplying training for their workforce. Characteristics foreseen 

among corporations include those from leadership and management style. 

The following findings were related to the research objective of determining if 

managers have adopted emotional intelligence as part of their managerial methods, which were 

perceived as indulgent. Firstly, it was identified that the idea of considering emotional 

intelligence as part of managers’ leadership styles and considering influence and persuasion as 

key elements of this approach, was advocated by the majority of the participants; as well that 

it helps building authority among subordinates. Rechtfertigh (2010) stated that understanding 

emotional intelligence help leaders to deal with their emotions in a proper manner and to 

become a better leader through the control of their own emotions, which complies with the 

given results. Similarly, Davey-Winter (n.d.) reported that through the implementation of 

different EI, managers may improve their decision-making, achievement and influencing areas. 

In addition, as learned from the analysis, the implementation of this approach enhances the 

opportunity of managers to build authority, which adheres to Mersino’s (2013) statement of 
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authority being a limited achievement without EQ as skill. Moreover, trust techniques were 

recognised as indispensable tools during this research. 

Five trust techniques contributing to leadership styles were registered among the 

selected managers. These included avoiding favouritism, teambuilding, being realistic, 

empowerment and listening & supporting; however, the later approach received the most 

allusion as a technique within team associates, finding that it reinforces the idea of increasing 

managers’ social-awareness quadrant due to their constant interaction with others. Lahon 

(2016) reported that managers spend most of their time dealing and negotiating with others, to 

which trust techniques provided by participants, would contribute to an improved leadership 

and management style. Connected with this finding, it was learned that all participants agreed 

that EQ has a direct effect on the way they manage unexpected situations as well as the way 

they influence associates’ performance, which provides an idea that could support the research 

objectives but it does not contribute with something out of the ordinary.  

The fact that all participants agree on the idea of EQ having a relevant impact on their 

management style does not support previous research stated over this study. Due to the theory 

provided by Mersino (2013), it is inferred that further analysis would be necessary to support 

the idea that emotional intelligence has a greater impact in managerial terms when it is 

compared to IQ. However, this finding would support the idea that networking and problem 

solving would be of positive results through the effective usage of the soft skill, as displayed 

by Casper (PMI, 2019). This, since contributors expressed a high care about on their 

responsibility as managers towards team associates. Subsequently, the following findings 

presented information regarding the third objective on this research, which is related to the 

applicability of managers’ style while being recruited. 

Findings related to the purpose of finding if emotional intelligence has been considered 

as part of the recruitment processes supported this objective. It was learned that even though 
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half of the population had received emotional intelligence courses from employers, only a small 

portion had been assessed by their EQ levels during the hiring process, which provides 

significant value for this research as it grants an insight of the relevancy that emotional 

intelligence has been given while recruiting a manager. It was reported at Forbes (2018) that a 

quarter of surveyed British business leaders considered EQ as being undermined during hiring 

processes, statement that is highly supported by the fact that more than half of the participants 

were not required to submit an EI test as part of the recruitment process. Nevertheless, it was 

registered that a large proportion of the sampling group advised on a highly possibility of 

considering emotional intelligence as an element while recruiting someone in the future, which 

not entirely supports this research, but it opens a door for further analysis on future trends. In 

the same way, supplementary findings were registered contributing to the research objectives. 

Findings indirectly related to research objectives were registered through the inputs 

provided by participants during the semi-structured interview. Firstly, social Awareness was 

the most common quadrant among half the sampling group from the qualitative research, which 

represents empathy and networking. This complied with the quantitative research as it was one 

of the quadrant sets belonging to those with positive correlation, from which it was identified 

that only female’s average results matched with it. In addition to this, the majority of the 

selected population agreed that soft skills provide a certain level of leverage to female 

managers. Essentially, these findings provide a significant support to theories suggesting that 

women’s success may be influenced by their levels of emotional intelligence. For instance, this 

complies with The Financial Times’ (2018) report where more than half of the workforce from 

financial corporations were represented by females. Also, Grant Thornton, one of the largest 

accounting professional services around the world, reported that gender diversity improves the 

overall performance of a company due to a business balance towards inclusion (Forbes, 2019). 
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Further, the last finding supporting the aims of this research involves another aspect of 

diversity. 

Cultural diversity represented an additional input to this study. It was registered among 

some of the participants’ results that understanding different cultures enhance empathy within 

a team and that it provides higher chances of a projects’ success due to idea contributions from 

different perspectives, directly related to the theory of selective lenses presented by Schwartz 

(2011). It is then deducted that this information supports the research objectives by offering 

insights for recruitment practices, in which cultural diversity is sometimes mandatory or 

ignored by governmental institutions. A clear example is Harvard University’s (2019) 

statement on their compliance of women and minorities’ inclusion within the organisation, as 

required by law in the United States of America. Therefore, these findings (i.e. gender and 

cultural diversity) provide relevant support to the research objectives recognising emotional 

intelligence within leadership styles and recruitment processes due to the positive facts on 

diversity inclusion among workforce. Despite of this information, certain limitations were 

present during the conducted research. 

Limitations 

Even though this research was designed to minimize restrictions and increase its 

influential power, certain limitations were encountered. The major restrictions relied on the 

path required to code qualitative data and the veracity of the selected EQ test. For instance, 

there was a particular difficulty on the data coding process from the interviews as some of the 

participants’ inputs were out of context or, the complete opposite, some provided limited 

responses (e.g. yes/ no). Additionally, there was a lack of previous experience using the 

selected program for statistical analysis, NVivo, where it was hard to arrange qualitative data 

that does not provide information about the causality of the results but from past experiences 

and opinions, resulting in interpretations without specific measurements and to rely much more 
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on a phenomenology research design. Regarding the GEIT reliability, results may not be 100% 

accurate as many factors influence the respondents’ way to answer the test, as it is the case for 

many other EQ tests. Also, tests differ one from another depending on the framework in which 

they are developed (Mersino, 2013), as previously mentioned on chapter 3. Nevertheless, 

studies are never flawless and in order to reinforce them it is important to increase the strengths 

backing each research. 

Despite of these limitations, the strengths of this study rely on certain aspects that met 

with the desired outcomes as it complied with the design and conduction of this piece of 

research. Some of the strong points include the way the interview questionnaire was structured 

under a recognised design process that led to the suggested findings (i.e. Paul Hague’s design), 

which not only allowed to collect information that assembled with the secondary research, but 

also assisted in providing supporting inputs to the research objectives. Also, the participants 

who agreed to contribute on this study complied with the required characteristics to verge on 

the purpose of avoiding influence from a specific group (i.e. gender, experience, age, culture, 

etc.). Consequently, one of the strengths on this research is located on its findings, as they 

might have provided practical suggestions to organisations who seek to expand their horizons 

while recruiting a manager. Specifically, the extent of this research findings provides a base 

for future research on emotional intelligence. 

Future research streaming from the findings would follow a direction towards the 

influence of emotional intelligence among female managers’ success. Based on the results 

brought by the research analysis, it was highlighted the possibility that female managers might 

be provided with advantages when mastering their emotional intelligence. This, since there was 

a meaningful difference when comparing female and male results from the mixed research 

analysis. It is inferred that females might be shaping their profiles into one that combines their 

experience with the understanding and appliance of their emotional intelligence into their 
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teams, leading to a better overall result within a project. Contributing to this suggestion, an 

analysis conducted by the University of Arizona found that companies among the Fortune 500 

companies with innovation intensity have dominant results when having women in top 

management roles (Blumberg, 2018). Nevertheless, future research would be required to 

include a deep exploration on EQ models in order to obtain accurate results assisting this 

theory.  

Implications 

Findings within this research may have provided significant pieces of information for 

this and future studies. However, there were some implications that may suggest problems 

within this study, such is the case for the foundation of the selected EQ test. There are many 

other tests and scales that provide a more detailed and larger measure on users’ results, but they 

are much more complex or had a certain difficulty that implied limitations for the conducted 

research related to costs and time. Furthermore, the sampling size was relatively small, which 

may represent insufficient arguments for those who might question the veracity of the findings. 

Still, the applications of this research rely on the support that the findings may provide to 

further studies seeking to highlight the importance of emotional intelligence, and to use as base 

the findings that may were identified as streaming future research, which is the case for female 

managers’ success. 

In conclusion, the findings discussed through this chapter support the idea that 

emotional intelligence should be given a higher importance when selecting a manager for a 

new project. This derives from the results provided within the research indicating that the 

awareness of emotional intelligence exists among most of the managers, and it is partly due to 

employers’ stimulation, that managers consider elements related to emotional intelligence as 

part of their leadership style, and that EI should be considered as part of the recruitment process 

in order to provide companies with a better insight from employees’ profiles and supply them 



 
62 Chapter 5: Discussion 

with training courses on this matter to comply with the selection process of a project. Along 

with these findings, suggestions that female managers mastering emotional intelligence and 

cultural diversity provided supporting information for this research purposes. Fundamentally, 

most of the findings aligned with the secondary research and provided a basis for future 

research on emotional intelligence within the management field.  
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Chapter 6: Conclusions and 

Recommendations 
 

Conclusions and recommendations based on the conducted analysis will be discussed 

through the final chapter of this study. As previously mentioned at the end of the preceding 

chapter, findings resulting from the primary research were directly connected with the research 

objectives, and additional findings supporting them. Therefore, a series of proposals will be 

provided for the enhancement of intelligence within management, for improvement within 

corporations’ training courses towards leadership and management style, and for hiring 

processes in managerial positions as it has been deducted that emotional intelligence awareness 

among the management field is present but has not received the proper attention in order to be 

exploited into positive outcomes.. Additionally, suggestions regarding further research will be 

discussed based on supporting findings related to gender and cultural diversity.  

The first recommendation is based on findings showing that managers have considered 

this soft skill as part of their leadership and management styles through their abilities to 

influence and persuade. As highlighted during the previous chapter, the application of this skill 

would allow managers to lower the difficulty when building their authority among associates. 

Therefore, it would be recommended for managers to seek continuous learning, maintain their 

disciplines, to not hesitate on taking more projects, develop situational awareness, not to avoid 

coaching or advising team associates, and enhance their listening skills. All these activities, 

along with experience, would help managers to maintain and improve their leadership styles 

as these would upgrade the way they interact with their followers. Even though these 

recommendations are focused on managers’ independent learning, additional 

recommendations are suggested for employers. 
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Companies have been recognised for supplying employees with academic tools to 

improve their leadership skills, but emotional intelligence is not their focus. Even though it is 

concluded that companies provide courses related to emotional intelligence within training 

sessions, they are given just as a complementary element. Furthermore, EQ has not received a 

higher emphasis while assessing or recruiting a manager even though managers point out to 

consider this skill as a key element for managers. Similarly, this is followed by the recognition 

of emotional intelligence among techniques used by managers to enhance the interactions with 

team members, as observed on the findings from trust techniques applied by managers. 

Consequently, the recommendations for this situation are for employers to consider EQ as part 

of their hiring processes to at least obtain a reference of the candidate’s profile and to then 

allocate this person into an EI course that would help him or her to enhance opportunity areas 

on this matter (e.g. to increase their levels of social-awareness quadrant). It is inferred that this 

might generate additional costs for a company, but it should be considered as an investment in 

human resources in order to create better leaders.  

Related to the identification of leaders, this research provided insights guiding future 

researches in management It was concluded that findings suggesting that female managers have 

a certain leverage through emotional intelligence may provide a base for further research on 

this subject. This statement is based on the blended information from both qualitative and 

quantitative research, that advised on results pointing to the idea that women may receive more 

benefits in contemporary work environment through the development and enhancement of this 

soft skill. Therefore, it would be recommended to continue researching on the proposition of 

having emotional intelligence as common denominator within female managers who have 

succeeded throughout their professional careers, and to continue encouraging corporations with 

gender equality when hiring a new manager. 
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 Pertaining diversity, minorities inclusion was also identified as a supporting and 

relevant finding. Cultural diversity has received some relevancy in recent time, and it should 

continue to thrive among corporations. Multi-cultural workforce provides opportunities to 

expand the chances of having successful results through diverse perspectives among a 

company. However, the only recommendation on this matter would be to foster tolerance 

values among employees and enhance the awareness of other cultures among teams in order to 

maintain a harmonic environment.  

Clearly, all recommendations are addressed to managers and corporations seeking to 

expand their possibilities within competitive industries. It is concluded that managing people 

is not easy as individuals have been raised, educated, and influenced differently. Nevertheless, 

managers and anyone who pursues to become a successful leader must understand their own 

emotions first in order to understand others; as suggested by Dale Carnegie, author of How to 

Win Friends and Influence People, “when dealing with people, remember you are not dealing 

with creatures of logic, but creatures of emotion” (as cited in Hasson, 2015). This, referring to 

the relevancy of emotional intelligence among individuals, but also supporting the recognition 

of its relation to managers in project management. 
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Appendix 2 – Primary Research Material: Interview Questionnaire  

1. Are you familiar with the term “Emotional Intelligence”?  

a) (If so) How would you define it? 

2. Have you ever taken courses related to Emotional Intelligence from your employer as 

part of employees’ welfare or on your own? 

a) (If so) When did you last attend to EI courses? 

b) (If taken by their own initiative) Would you explain what motivated you into 

taking this action?  

3. What is the toughest professional criticism you have received, from co-workers or 

superiors, and how did you handle it?  

4. Which is the best leadership style that you have learned about, and have you applied 

it? 

a) Would you consider Emotional Intelligent to be part of it? 

5. Do you agree or disagree that influence and persuasion help managers to build their 

authority as leaders? Why? 

6. Have you implemented any technique to establish trust within the people involved in 

a project? 

a) (If so) Do you believe that it involved emotional intelligence? 

7. In your opinion, would you say that intuition provides positive effects towards risk 

management? 

8. Have you ever had to solve a dispute between two colleagues who are part of your 

project? 

a) In what way do you think Emotional Intelligence would help in this type of 

situations? 
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9. Have you ever been requested to take an Emotional Intelligence test while being 

recruited for a managerial position or while being recruited for a project? 

a) If so, have you been given any feedback on the reason of this request? 

10. How do you rate gender diversity while recruiting project managers? (e.g. good, 

regular, bad). 

a) Do you believe emotional intelligence provides any leverage for female managers 

in contemporary work environments? 

11. In the future, if you were given the opportunity to recruit someone for your project/ 

team, will you take into consideration emotional intelligence scores and/or insights 

from this individual? 
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Appendix 3 – Primary Research Material: GEIT booklet 

Instructions for the FREE EI Test  

The GEIT, is a forced-choice psychological test which requires you to choose one statement in each pair of 

statements that describes you best. For each pair of statements, select the statement that best applies to you. Do 

not over-analyse the questions or try to think of "exceptions to the rule." Be spontaneous and choose the 

statement that comes closest to the way you are. 

Occasionally there will be questions that ask you to make a close call between two choices. This is because the 

GEIT is trying to distinguish between specific areas. If a question is very close and you can’t decide which 

statement applies to you best, you can come back to it after you have completed the other questions. 

The GEIT usually takes about 10 minutes to complete. At the end of the test, click on the Score Test button, and 

wait for the computer to generate an EI profile of your scores. If you have answered honestly and accurately, 

your scores will reflect your capability level within each of the EI quadrants.

1. My emotions generally have 

         a strong impact on the way I behave. 

         little or no impact on the way I behave. 

2. I am generally guided by 

         my goals and values.  

         others goals and values. 

3. When I am under pressure, I generally have  

         changed behaviours from normal.  

         behaviours that remain unchanged. 

4. I generally learn most 

         by actively doing activities.  

         from reflecting on past experiences. 

5. I generally  

         have a good sense of humour about 

myself.  

         take myself seriously. 

6. I present myself 

         with self-assurance and 

having ”presence".  

         with some confidence and cautiousness. 

7. Where there are uncertainties and pressures, I am 

always 

         decisive and make sound decisions.  

         cautious about making the right decision. 

8. I always voice views that  

         are unpopular and go out on a limb for 

what is right.  

         most others agree with and support. 

9. I always like to   

         take on new challenges.  

         maintain the status quo. 

10. I generally   

         inspire confidence in others.  

         rely on others confidence. 

11. I generally  

         allow my emotions and moods to impact 

on my behaviours.  

         keep my disruptive emotions and 

impulses under control. 

12. When I am under pressure 

         I get easily distracted in other things.  

         I think clearly and stay focused 

13. I always  

         do as I say I will do.  

         do only what I have to do. 
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14. Trust by others 

         is automatically given to me.  

         is built through reliability and 

authenticity. 

15. I am always  

         flexible in how I see events.  

         able to see events for what they are. 

16. During changing situations, I always 

         work hard to try and keep up with the 

demands. 

         smoothly handle multiple demands and 

shifting priorities. 

17. I always 

         set myself challenging goals.  

         complete the goals that are set for me. 

18. When obstacles and setbacks occur in pursuing 

my goals, I always 

         readjust the goals and/or expectations.  

         persist in seeking the goals despite what 

has happened. 

19. Generally, I 

         pursue goals beyond what is required or 

expected of me.  

         pursue goals only as far as is required of 

me. 

20. When I Identify opportunities, I am always 

         uncertain about whether to pursue the 

opportunity. 

         proactive in pursuing the opportunity. 

21. Group differences are always  

         causing difficulties and unrest. 

         understood and valued. 

22. When I see bias and intolerance I always 

         challenge the initiating people.  

         turn a blind eye and ignore it. 

23. I always help out based on 

         the tasks others need help with.  

         understanding others needs and feelings. 

24. I always 

         listen to the important words being said.  

         listen well and am attentive to emotional 

cues. 

25. Others perspectives are always 

         understood and sensitivity shown.  

         clouding the issues and getting us off 

track. 

26. I always find social networks in the 

organisation  

         get in the way of delivering 

performance.  

         help create better decision networks. 

27. I always use 

         informal key power relationships to get 

what I need.  

         formal decision networks to get what I 

need. 

28. I always 

         give customers what they ask for.  

         understand customers needs and match 

products/services. 

29. I always  

         act as a trusted advisor to the customer.  

         tell the customer what they want to hear. 

30. Increasing customers satisfaction and loyalty 

         is always part of the way I work  

         is not important in achieving the sale. 

31. The vision and mission are always 

         given to staff so they know where we are 

going.  

         used to inspire groups and individuals. 
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32. I always  

         let people know of the behaviours 

expected.  

         model the behaviours expected of others. 

33. I always give assignments to people who 

         can get the job done and do it well.  

         will grow and develop as a result of the 

challenge. 

34. Winning people over is something 

         that I find difficult to do.  

         I am very good at. 

35. I always communicate in a way  

         that everyone understands what I am 

saying.  

         that seeks mutual understanding and full 

information sharing. 

36. I always 

         go along with the changes being driven 

by others.  

         recognise the need for changes and 

remove barriers. 

37. I always handle difficult people  

         in a straightforward and direct manner.  

         with diplomacy and tact. 

38. I always seek out relationships that  

         are mutually beneficial.  

         will help me achieve my end goal. 

39. I  generally  have a 

         stronger focus on tasks rather than 

relationships  

         balanced focus on tasks and 

relationships. 

40. When I work with teams, I always 

         make it clear what I expect members to 

do.  

         draw all members into enthusiastic 

participation. 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 



 
79 Appendixes 

Appendix 4 –Information Sheet and Consent Forms for Participants 

INFORMATION SHEET FOR PARTICIPANTS 

PROJECT TITLE 

Recognising the Relevance of Emotional Intelligence in Project Management 

You are being asked to take part in a research study for Dublin Business School. 

Project Managers’ success relies on their ability to collaborate with other departments, to build 

and manage effective teams, and provide leadership, and this study aims to collect data 

representing the idea that Emotional Intelligence has played a key role in PM. 

My name is Melissa Witron, current MBA Academic at DBS, my supervisor on this research 

is Ann Masterson, give the DBS affiliation and, once obtained if required by DBS, that the 

project has been approved by the Research Ethics Committee. 

WHAT WILL HAPPEN 
In this study, you will be asked to…  

Provide data related to emotional intelligence through an interview and an Emotional 

Intelligence test. 

First, the interview will take place and it will consist on a questionnaire containing 10 questions 

with possible follow up questions. Then, the link for the digital test will be provided, this will 

contain a total of 40 multiple-choice questions lasting approximately 10 minutes to be 

completed. For this test, the instructions will be included over the webpage. 

TIME COMMITMENT 

The overall study typically takes process that will not last longer than one hour in one 

session- only. 

PARTICIPANTS’ RIGHTS 

You may decide to stop being a part of the research study at any time without explanation 

required from you. You have the right to ask that any data you have supplied to that point be 

withdrawn / destroyed.  

You have the right to omit or refuse to answer or respond to any question that is asked of 

you.  

You have the right to have your questions about the procedures answered (unless answering 

these questions would interfere with the study’s outcome.  A full de-briefing will be given 

after the study). If you have any questions as a result of reading this information sheet, you 

should ask the researcher before the study begins. 

CONFIDENTIALITY/ANONYMITY 

The data I collect does not contain any personal information about you except age and gender 

for statistical purposes. 

FOR FURTHER INFORMATION 

I [Melissa Witron] or / and [Ann Masterson] will be glad to answer your questions about this 

study at any time. You may contact my supervisor at (01) 4177500 ann.masterson@dbs.ie 

 

 

 

 



 
80 Appendixes 

INFORMED CONSENT FORM (1) 

 

PROJECT TITLE: Recognising the Relevance of Emotional Intelligence in Project 

Management 

 

 

PROJECT SUMMARY: 

 

 

Through the selection of qualitative and quantitative approaches, it is intended to raise 

emotional intelligence awareness among leaders in order to recognise their current situation 

towards this human factor and identify whether it needs to be improved or leveraged. This, by 

learning the current notion of this skill and collecting data through a sampling group. 

 

 

Position: Project Manager 

 

E-mail: 10377231@mydbs.ie 

 

Nationality: Mexican 

 

Country of Residency: Ireland 

 

By signing below, you are agreeing that: (1) you have read and understood the Participant 

Information Sheet, (2) questions about your participation in this study have been answered 

satisfactorily, (3) you are aware of the potential risks (if any), and (4) you are taking part in 

this research study voluntarily (without coercion).  

 

 

 

 

______Cesar Alejandro Arias_________   ____Melissa Karina Witron Ruiz_____ 
 

Participant’s Name signature     Student Name signature 

 

 

 

 

 

____27/ July /2019__________________       

Date  
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INFORMED CONSENT FORM (2) 

 

PROJECT TITLE: Recognising the Relevance of Emotional Intelligence in Project 

Management 

 

 

 

PROJECT SUMMARY: 

 

 

Through the selection of qualitative and quantitative approaches, it is intended to raise 

emotional intelligence awareness among leaders in order to recognise their current situation 

towards this human factor and identify whether it needs to be improved or leveraged. This, by 

learning the current notion of this skill and collecting data through a sampling group. 

 

 

 

Position: Project Manager 

 

E-mail: Martha-cecilia.ramirez@atos.net 

 

Nationality: Mexican 

 

Country of Residency: United States of America 

 

By signing below, you are agreeing that: (1) you have read and understood the Participant 

Information Sheet, (2) questions about your participation in this study have been answered 

satisfactorily, (3) you are aware of the potential risks (if any), and (4) you are taking part in 

this research study voluntarily (without coercion).  

 

 

 

 

______Martha Cecilia Ramírez_______   ____Melissa Karina Witron Ruiz_____ 
 

Participant’s Name signature     Student Name signature 

 

 

 

 

 

____30/ July /2019__________________       

Date  
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INFORMED CONSENT FORM (3) 

 

PROJECT TITLE: Recognising the Relevance of Emotional Intelligence in Project 

Management 

 

 

PROJECT SUMMARY: 

 

 

Through the selection of qualitative and quantitative approaches, it is intended to raise 

emotional intelligence awareness among leaders in order to recognise their current situation 

towards this human factor and identify whether it needs to be improved or leveraged. This, by 

learning the current notion of this skill and collecting data through a sampling group. 

 

 

Position: Project Manager 

 

E-mail: danny_mty400@hotmail.com 

 

Nationality: Mexican 

 

Country of Residency: Mexico 

 

By signing below, you are agreeing that: (1) you have read and understood the Participant 

Information Sheet, (2) questions about your participation in this study have been answered 

satisfactorily, (3) you are aware of the potential risks (if any), and (4) you are taking part in 

this research study voluntarily (without coercion).  

 

 

 

 

_____Juan Daniel Witron Picazo_______   ____Melissa Karina Witron Ruiz_____ 
 

Participant’s Name signature     Student Name signature 

 

 

 

 

 

____28/ July /2019__________________       

Date  
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INFORMED CONSENT FORM (4) 

 

PROJECT TITLE: Recognising the Relevance of Emotional Intelligence in Project 

Management 

 

 

 

PROJECT SUMMARY: 

 

 

Through the selection of qualitative and quantitative approaches, it is intended to raise 

emotional intelligence awareness among leaders in order to recognise their current situation 

towards this human factor and identify whether it needs to be improved or leveraged. This, by 

learning the current notion of this skill and collecting data through a sampling group. 

 

 

Position: Project Manager 

 

E-mail: 10392769@mydbs.ie 

 

Nationality: German 

 

Country of Residency: Germany 

 

By signing below, you are agreeing that: (1) you have read and understood the Participant 

Information Sheet, (2) questions about your participation in this study have been answered 

satisfactorily, (3) you are aware of the potential risks (if any), and (4) you are taking part in 

this research study voluntarily (without coercion).  

 

 

 

 

_____Markus Stolzenberger      _______   ____Melissa Karina Witron Ruiz_____ 
 

Participant’s Name signature     Student Name signature 

 

 

 

 

 

____29/ July /2019__________________       

Date  
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INFORMED CONSENT FORM (5) 

 

PROJECT TITLE: Recognising the Relevance of Emotional Intelligence in Project 

Management 

 

 

 

PROJECT SUMMARY: 

 

 

Through the selection of qualitative and quantitative approaches, it is intended to raise 

emotional intelligence awareness among leaders in order to recognise their current situation 

towards this human factor and identify whether it needs to be improved or leveraged. This, by 

learning the current notion of this skill and collecting data through a sampling group. 

 

 

Position: Sales Manager 

 

E-mail: nayebetancourts@gmail.com 

 

Nationality: Mexican 

 

Country of Residency: Ireland 

 

By signing below, you are agreeing that: (1) you have read and understood the Participant 

Information Sheet, (2) questions about your participation in this study have been answered 

satisfactorily, (3) you are aware of the potential risks (if any), and (4) you are taking part in 

this research study voluntarily (without coercion).  

 

 

 

 

_____Nayeli Betancourt            _______   ____Melissa Karina Witron Ruiz_____ 
 

Participant’s Name signature     Student Name signature 

 

 

 

 

 

____29/ July /2019__________________       

Date  
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INFORMED CONSENT FORM (6) 

 

PROJECT TITLE: Recognising the Relevance of Emotional Intelligence in Project 

Management 

 

 

 

PROJECT SUMMARY: 

 

 

Through the selection of qualitative and quantitative approaches, it is intended to raise 

emotional intelligence awareness among leaders in order to recognise their current situation 

towards this human factor and identify whether it needs to be improved or leveraged. This, by 

learning the current notion of this skill and collecting data through a sampling group. 

 

 

Position: Project Manager 

 

E-mail: nelly.almazan01@gmail.com 

 

Nationality: Mexican 

 

Country of Residency: Mexico 

 

By signing below, you are agreeing that: (1) you have read and understood the Participant 

Information Sheet, (2) questions about your participation in this study have been answered 

satisfactorily, (3) you are aware of the potential risks (if any), and (4) you are taking part in 

this research study voluntarily (without coercion).  

 

 

 

 

_____Nelly Almazan                _______   ____Melissa Karina Witron Ruiz_____ 
 

Participant’s Name signature     Student Name signature 

 

 

 

 

 

____29/ July /2019__________________       

Date  
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INFORMED CONSENT FORM (7) 

 

PROJECT TITLE: Recognising the Relevance of Emotional Intelligence in Project 

Management 

 

 

 

PROJECT SUMMARY: 

 

 

Through the selection of qualitative and quantitative approaches, it is intended to raise 

emotional intelligence awareness among leaders in order to recognise their current situation 

towards this human factor and identify whether it needs to be improved or leveraged. This, by 

learning the current notion of this skill and collecting data through a sampling group. 

 

 

Position: Project Manager 

 

E-mail: Altmann.lilith@gmail.com 

 

Nationality: German 

 

Country of Residency: Germany 

 

 

By signing below, you are agreeing that: (1) you have read and understood the Participant 

Information Sheet, (2) questions about your participation in this study have been answered 

satisfactorily, (3) you are aware of the potential risks (if any), and (4) you are taking part in 

this research study voluntarily (without coercion).  

 

 

 

 

_____Lilith Altmann                  _______   ____Melissa Karina Witron Ruiz_____ 
 

Participant’s Name signature     Student Name signature 

 

 

 

 

 

____30/ July /2019__________________       

Date  
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INFORMED CONSENT FORM (8) 

 

PROJECT TITLE: Recognising the Relevance of Emotional Intelligence in Project 

Management 

 

 

 

PROJECT SUMMARY: 

 

 

Through the selection of qualitative and quantitative approaches, it is intended to raise 

emotional intelligence awareness among leaders in order to recognise their current situation 

towards this human factor and identify whether it needs to be improved or leveraged. This, by 

learning the current notion of this skill and collecting data through a sampling group. 

 

 

Position: Assistant Complex Manager 

 

E-mail: jamesmhartnett@yahoo.com 

 

Nationality: American 

 

Country of Residency: United States of America 

 

 

By signing below, you are agreeing that: (1) you have read and understood the Participant 

Information Sheet, (2) questions about your participation in this study have been answered 

satisfactorily, (3) you are aware of the potential risks (if any), and (4) you are taking part in 

this research study voluntarily (without coercion).  

 

 

 

 

_____James Hartnett                  _______   ____Melissa Karina Witron Ruiz_____ 
 

Participant’s Name signature     Student Name signature 

 

 

 

 

 

____30/ July /2019__________________       

Date  
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Appendix 5 – Ethics Checklist 

 

Ethics Information – Business Postgraduate Studies 
 

Student Details 

Student Identifier: 

 

Melissa Karina Witron Ruiz 

Submission Date: 

 

26 of August 2019 

Proposal Research Title: 

 

Emotional Intelligence in Project Management 

Brief Description of the 

research: 

 

  

Project Managers’ success relies on their ability to collaborate with 

other departments, to build and manage effective teams, and provide 

leadership, and this study aims to collect data representing the idea that 

Emotional Intelligence has played a key role in PM. 

 

 

   

Sampling 

Population of interest: 

(brief description) 

 

Managers (current or former) from different companies located in 

Mexico, U.S.A, Germany, and Ireland. The pool will range from an age 

of 25 to 45 years old. 

Sample of interest: 

(brief description of size 

and how it is chosen) 

 

8 contributors complying with the required professional experience. 

Sampling required to have an equal gender split (i.e. 4 female and 4 

male managers) in order to obtain a gender parity. They were chosen 

based on personal-professional experience and networking. 

 

 

   

Primary Research - Data Management 

Is the data anonymised – 

how is this done? 

 

No 

How is data 

confidentiality 

maintained: 

No personal information will be recorded (e.g. name, address, or 

employer). 

Where will the data 

be stored: 

Private Google Drive 

When will the data 

be  destroyed: 

The day after the time period for appeal-of-grade period has expired.   

Or, the day after any grade appeals have been finalized and closed.  

This can be extended if you are planning to publish the dissertation.  
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Appendix 6 – Interview Transcripts 

Interview 1 

Name: Alex 

Gender: Male 

Nationality: Mexican 

Residence: Ireland 

1. Are you familiar with the term “Emotional Intelligence”?  

Yes, I am 

a) (If so) How would you define it? 

Well, according to, I don't remember to in a researcher /psychologist, there are about 10 

intelligences on his theory and 1 of those intelligences regard emotions are how you are able 

to control and make the best of your emotions, controlling anger fear, anxious, etc. 

Basically, it is how well you respond to the light from the outside world regarding your 

emotions. 

2. Have you ever taken courses related to Emotional Intelligence either from your 

employer, as part of employees’ welfare, or on your own? 

No, I have not. I have to say that, this topic, I know about it because it was part of my previous 

master’s degree, which is in Management. Well, also one of my previous bosses used to talk 

to me about this is topic, but like proper courses or training I haven't got any. 

c) (If so) When did you last attended to EI courses? NA 

d) (If taken by their own initiative) Would you explain what motivated you into 

making this decision? NA 

3. What is the toughest professional criticism you have received, from co-workers or 

superiors, and how did you handle it?  

Well, that's a tough question. In complete honesty, I don't remember quite well which one is 

the worst, I mean to categorize it as the worst. I mean as project manager, many times things 

don't go according to plan, to budget, or time. Well, obviously you always receive criticism 

because of that but in the end you have to make it  with what you have, with the resources you 

have, the time you have and well you have to, in the end, deliver when you need to deliver in 

the best way possible but I guess that's it. You know, being reprimanded from my boss 
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because in some project I didn't implement some software on the date it was supposed to 

happen or some change request that I uploaded to production had a lot of issues or things 

like that. Now, how did I manage it? Well, the best thing you can do is to suck it up and go on 

and try to fix whatever is wrong or if it is already on production, in the case of software, or if 

it is not and you have to deploy it, well you have to go with all the stakeholders and explain 

the situation what happened that caused the deployment. At least from my perspective, there's 

no other way you can manage those kind of situations as it is just a matter of responsibility 

and face the situation. 

4. Which is the best leadership style that you have learned about, and have you applied 

it? 

Well, I have learned of all leaderships’ talent in my previous master’s degree, as I told you and 

which one is the best that I have applied, to be honest, I think it depends on the team your 

leading. It doesn't depend many times on you, per se, sometimes you can a delegate a lot, you 

can give freedom to teammates, you can make teammates choose whatever they want to do and 

whenever they want to do it and in the end they deliver results but some things you can't. So, I 

guess it boils down to that and sometimes I can either be an autocratic leader or a democratic 

leader which depends again on the people that work in the project. 

a) Would you consider Emotional Intelligent to be part of it? 

Of course, I could consider it. Not only on behalf of the leader but also on the subordinates 

because, again, every relationship of any kind, in this case are any work relationship, it involves 

at least 2 people. So, there has to be emotional intelligence for that relationship to work either 

on the autocratic or a democratic leadership. 

5. Do you agree or disagree that influence and persuasion help managers to build their 

authority as leaders? Why? 

Interesting topic, many times when you are leading a project, you have to deal with different 

types of personalities, including every stakeholder. Since you have many stakeholders, and 

everyone has a different personality, over time you learn to either influence or persuade the 

people around you, the stakeholders in a project. Well, in my opinion/ in my experience, 

the thing that what works the most is an “I can-attitude” and good attitude towards everybody, 

towards your job, towards the response you need to produce, towards your responsibilities. So, 

in the end, influence and persuasion really have a role in leadership and it doesn't matter 
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the type of leader you are, in the end you depend on these attributes for the project to 

work. 

6. Have you implemented any technique to establish trust within the people involved in 

a project? 

Well, I have not implemented something very particular or you know, like something 

“according to the book” so to speak, but yeah and I have done some team building exercises 

with my team members and most of the time even going out them on a regular basis that 

builds trust because they don't see you only as their boss or their leader or their dictator. It 

helps the bonding process with those people that work for you, as in the end, you only manage 

the project, but they are the ones who do the work, who do the hard work  

b) If so, do you believe that it involved emotional intelligence? 

I don't think so. Emotional intelligence is not something that you can exercises it like in a 

team building exercise. Team building exercises just help you with trust with bonding, but I 

mean emotional intelligence is something intrinsic to everybody and everybody had to develop 

and grow it on their own. At least from my perspective, from my experience of what I have 

learned and what I have done, it only depends on you as a person (individual) not as a team 

that you can work on it. 

7. In your opinion, would you say that intuition provides positive effects towards risk 

management? 

 I have to say that it does. Sometimes you do your risk management's, risk assessments 

actually, and the well you can notice some risks. (Technical issues) .... 

I as I have said, I believe that intuition actually does have a positive effect on risk management 

because whenever you are doing your risk assessment, there are some risks that can be 

calculated numerically by making process exercises and everything but, in the end, sometimes 

there are some risks that you can't precisely know beforehand and sometimes you rely 

on instincts or intuition. In this case, to know that something might not go according to plan, 

like some stakeholder budget or resources, something that just doesn't go according to plan and 

there's a probability that you didn't know that that risk, as a fact, from before. 

8. Have you ever had to solve a dispute between two colleagues who are part of your 

project? 
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Oh, well, I have to say I have never had to solve a dispute between colleagues per se. 

Actually, I have had disputes myself with stakeholders which is very common, but I haven't 

had to solve any dispute between people in the project, inside the project and working for me. 

I have had good experiences with the people working for me, a lot of good attitude, a lot of 

responsibility, a lot of effort but I have never had to solve a dispute (among them). 

b) In what way do you think Emotional Intelligence would help in this type of 

situations? N/A 

9. How have you ever been requested to take an Emotional Intelligence test while being 

recruited for a superior position or while being recruited for a project? 

I have never taken an emotional intelligence test as part of a recruitment process but on 

itself, but I have done a lot of personality and IQ tests.  I don't know because I am not expert, 

I am a project manager not a psychologist, but I guess that some of those psychometric tests 

involve Emotional intelligence in some way. So, while I can say that I have done a proper 

emotional intelligence tests, maybe some psychometric tests I have done had that part. 

b) (If so) have you been given any feedback on the reason of this request? N/A 

10. How would you rate the importance that gender diversity receives while recruiting 

project managers? (e.g. good, regular, bad). 

I have to say that it doesn't come to project management, as it is, gender diversity is 

something that everybody should fight for it, gender equality actually. But regarding 

gender diversity with our project management, I have worked with very good great 

managers that most of them were females. I have worked with very good male managers, 

but I have to say that overall, in my experience, there are more female project managers 

that I really good than male project managers. However, in the end, it doesn't boil down to 

my experience on who was better than the other, and it is something that it doesn’t matter which 

position it is, we live in in a in a world that is seeking for gender equality and in that regard 

there should be at least 50-50% of our project managers who are male or female. Now with 

LGBT we need project managers of all sexual orientation. I mean, in the end, I don't think it 

depends on sexual orientation, it depends on the skills and attitudes, and knowledge and 

experience of each and every project manager. So, gender diversity, to answer your question, 

is very important. 

a) Do you believe emotional intelligence provides any leverage for female managers 

in contemporary work environments? 
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That is though because, in my opinion, emotional intelligence does not only benefit females 

or males or any sexual orientation. It benefits everybody, in every position, and more in 

managerial positions, being middle-management or project management. It is something that 

everybody must develop to give better results to everybody to everything. 

11. In the future, if you were given the opportunity to recruit someone for your project/ 

team, will you take into consideration emotional intelligence scores and/or insights? 

Yeah, I would take into consideration that kind of test and as an insight. However, I do not like 

labels, so for me it doesn't matter even if somebody has the top scoring in emotional 

intelligence test because, at least in my experience, correlation is not connotation so it might 

be that emotional intelligence for this guy or girl with top score makes him/her better as a  team 

worker but at the same time, nothing completely assures me that it is going to be like that. So, 

if I had opportunity, or the responsibility to hire somebody for my team, yeah, I could take it 

into consideration, but I wouldn’t weight it that much. I mean, in the end, you have to hire 

somebody that has the skills, the knowledge and experience required. This [EI] is just a plus I 

have to take part, but also some recruitment schemes involve working for team ones under 

tests, so what I would really do is on that period, I would evaluate all the their requirements of 

this guy or girl, regarding their skills, experiences, knowledge and emotional intelligence. You 

can always know if somebody had good emotional intelligence when working stakeholders, 

that is when you figure out who has good emotional intelligence and who doesn’t.  
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Interview 2 

Name: Cecilia 

Gender: Female 

Nationality: Mexican 

Residence: Mexico 

1. Are you familiar with the term “Emotional Intelligence”?  

No, I mean not until I did the test [GEIT test]. 

b)  (If so) How would you define it? N/A 

2. Have you ever taken courses related to Emotional Intelligence either from your 

employer, as part of employees’ welfare, or on your own? 

No, I have not. 

e)  (If so) When did you last attended to EI courses? N/A 

f) (If taken by their own initiative) Would you explain what motivated you into 

making this decision? N/A 

3. What is the toughest professional criticism you have received, from co-workers or 

superiors, and how did you handle it?  

I think toughest one was when I had a project to manage with cultures that I didn't know of and 

how could I handle it? With a lot of communication. I communicated what I needed, what were 

the objectives of the project, clear and I needed to have daily communication, status and to be 

aware of the situation. 

4. Which is the best leadership style that you have learned about, and have you applied 

it? 

I mean, I know this is the answer you need but I would say the one from my previous 

experience, previous leaders and managers. They were not at strict until the moment needed 

but they were democratic. 

b) Would you consider Emotional Intelligent to be part of it? N/A 

5. Do you agree or disagree that influence and persuasion help managers to build their 

authority as leaders? Why? 

Yes, it's important and I agree. All the managers need to be aware and to be close to the to team 

so they can have their understanding of what they, what the project needs, and what the 

company or client needs. 
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6. Have you implemented any technique to establish trust within the people involved in 

a project? 

 I think just listening and observation. 

c) If so, do you believe that it involved emotional intelligence? N/A 

7. In your opinion, would you say that intuition provides positive effects towards risk 

management? 

Intuition as manager or project manager, no. I don’t think so. 

8. Have you ever had to solve a dispute between two colleagues who are part of your 

project? 

Yes. 

c) In what way do you think Emotional Intelligence would help in this type of 

situations?  

After learning from Emotional Intelligence, I would find it helpful in disputes. 

9. How have you ever been requested to take an Emotional Intelligence test while being 

recruited for a superior position or while being recruited for a project? 

No. 

c)  (If so) have you been given any feedback on the reason of this request? N/A 

10. How would you rate the importance that gender diversity receives while recruiting 

project managers? (e.g. good, regular, bad). 

It is not relevant. 

b) Do you believe emotional intelligence provides any leverage for female managers 

in contemporary work environments? 

Yes, it could be. 

11. In the future, if you were given the opportunity to recruit someone for your project/ 

team, will you take into consideration emotional intelligence scores and/or insights? 

Yes, definitely.  
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Interview 3 

Name: Daniel 

Gender: Male 

Nationality: Mexican 

Residence: Mexico 

1. Are you familiar with the term “Emotional Intelligence”?  

Yes.  I often hear that term. 

c)  (If so) How would you define it? 

Emotional intelligence for me is simply a coefficient, an intellectual coefficient that each 

individual owns in a different level. This is a coefficient that does not equally develop in each 

people, in some it develops a lot and others quite less. 

2. Have you ever taken courses related to Emotional Intelligence either from your 

employer, as part of employees’ welfare, or on your own? 

Yes, in the company where I worked for more than 23 years, a company that was 

characterized by training its teams and among some of the courses I received, the topic 

of emotional intelligence was touched upon. I remember that IQ intelligence was even 

mentioned, which was nothing more than emotional intelligence. 

g) (If so) When did you last attended to EI courses?  

About 14 or 15 years ago. 

h)  (If taken by their own initiative) Would you explain what motivated you into 

making this decision? N/A 

3. What is the toughest professional criticism you have received, from co-workers or 

superiors, and how did you handle it?  

The toughest professional criticism that I have received in my years of experience I think has 

been the coldness to touch issues or when deciding on certain situations. However, my 

major was on business administration and one of the main characteristics of an 

administrator is to be quite objective and maybe even cold to make decisions. Decisions 

that are obviously made thinking about the benefit of the greatest amount of group of 

people including the company because there are hard and cold decisions that are made 

because they have to be made and within their decision groups of individuals are affected by 
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the decision taken, but what had to be taken had to be taken. However, it is always considered 

the benefit for the greater number of people, as well as of the company or firm. 

4. Which is the best leadership style that you have learned about, and have you applied 

it? 

The best leadership style I've learned is the one integrating, the one creating teamwork, the one 

achieving empathy through persuasion and not imposition, the one that leads and directs people 

towards the goals that are set. 

c) Would you consider Emotional Intelligent to be part of it? 

Of course. As previously mentioned, emotional intelligence highly influences within 

teamwork, and within leadership, it is not always the best option to have all people with a high 

index of IQ. It is very good to have a few, but it is also good to have others with a lower IQ or 

emotional intelligence. Why? because people with higher IQ are the ones who develop, 

contribute and promote ideas. On the other hand, the rest of the individuals are responsible 

for carrying out, to arranging, and to perform the ideas that were driven or issued by people of 

a better IQ. 

5. Do you agree or disagree that influence and persuasion help managers to build their 

authority as leaders? Why? 

Yes, I agree because through persuasion it is possible for people to walk in the direction 

of the objectives discussed above. On the other hand, influence means a lot because many 

people a low level of IQ always trust their leader and also identify him/ her in such a way that 

the words to the terms that the leader manages have a significant influence. This trust is 

obtained through persuasion, but in addition to persuasion, by history of achievements, history 

of benefits, of positive results, that all these results driven by the main leader are what lead 

people to a little less IQ trust them, so that their words do influence the way of these latter 

people. 

6. Have you implemented any technique to establish trust within the people involved in 

a project? 

Yes, many times. Simple techniques, simple techniques, techniques that do not confuse 

and that many times are even decided by common sense. I remember perfectly that it has 

always worked for me, for example, a holiday theme that happens very often and very 

continuously in companies and departments. Generally, during Easter, companies rest, schools, 
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businesses and the same happens in December and all employees want Easter or the main week 

of December and this has always generated a difference between employees and me for many 

years A very simple technique has worked for me and I have always been accepted. The 

technique is a random decision, practically effective and at that time does not generate 

discrepancies between the partners because we all want the same days and with this, the leader 

shows that he is impartial with this technique. Technique considered as equality and avoid 

favouritism. 

d) If so, do you believe that it involved emotional intelligence? 

Yes, of course. For the common sense that is synonymous with intelligence, because when 

there is not enough emotional intelligence, individuals may disagree with decisions and may 

take it the wrong way. 

7. In your opinion, would you say that intuition provides positive effects towards risk 

management? 

Yes, intuition tells you a lot but generally when you have a risk in front of you, risk is not 

born overnight, there are usually trends and backgrounds. If you start observing a trend 

and there is also an antecedent, I think both might begin generating an intuition and it is an 

infection that is previously decided based on trends, and the only thing you expect is the result. 

Of course, intuition is good for, where appropriate, adjustments and making decisions that lead 

to improvement. Intuition is accompanied by background and trends. 

8. Have you ever had to solve a dispute between two colleagues who are part of your 

project? 

Yes, several times we have had to resolve differences and even strong differences that come 

from both work and personal matters. Why sometimes personal? because many hours coexist 

within the work that will strengthen a relationship of friends where they meet and discuss 

personal issues and then they are at work and suddenly they get angry. But something that has 

always helped me solving a conflict between two people is the terms and words that are used 

because human beings use words where, the one who emits may understand it in a way and the 

one who receives may understand it differently. Generally, in teams, we grew up receiving 

different cultural formations, in different societies, where in the work teams we have people 

with different reparation and training. That is why I mention that leaders within teams must 

identify the culture of each person and also must be able of bringing these people together 

through the persuasion, reconciliations and empathy in order to achieve their objectives. 
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d) In what way do you think Emotional Intelligence would help in this type of 

situations?  

In a very important way and also by adding the experience of their leader. 

9. How have you ever been requested to take an Emotional Intelligence test while being 

recruited for a superior position or while being recruited for a project? 

No, I don't remember having an emotional intelligence test. What I do remember is that within 

the courses I have received, there have been some tests related to emotional intelligence. In my 

case, I have always come out with a Blue quadrant, which states that I am a methodical person 

and that I am closely related to numbers, mathematics, and exact sciences. 

d)  (If so) have you been given any feedback on the reason of this request? N/A 

10. How would you rate the importance that gender diversity receives while recruiting 

project managers? (e.g. good, regular, bad). 

It is good because, in the end, for a project and its development, what is required is good 

emotional intelligence. So, if people receive tests that lead us to identify individuals with high 

IQ or high emotional intelligence and, this is also [the test] aimed towards the project, it is 

indistinct if it is male or female. The important thing here is that the selected individual has to 

have the required IQ, someone who has the required leadership profile, someone who is able 

to execute the project, someone able to promote and carry it out because in the end he or she is 

not the one that will walk doing the rough work, if not, is the domain within the project. 

c) Do you believe emotional intelligence provides any leverage for female managers 

in contemporary work environments? 

Yes, I think so, but a leader is not done overnight. Universities prepare you, maybe a 50% 

of what you need, to build a part of your profile and cope with working at an organization. 

Universities are always the theory, companies or firms are the practice, where the reality within 

life of the businesses carry out different outcomes to what is practiced in the university. So, if 

I apply an emotional intelligence test for a key position, I will also observe your professional 

experience, regardless of gender. This is different, because there are people with high IQ, 

excellent leaders, excellent drivers of work teams both men and women, the hard part is to 

identify them because they are few individuals with these characteristics.  

11. In the future, if you were given the opportunity to recruit someone for your project/ 

team, will you take into consideration emotional intelligence scores and/or insights? 
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Yeah sure. Affirmative. I would like to emphasize that there is no person who does not have 

emotional intelligence, everyone has it, there are just some who have it much more developed 

unlike others. 

 

Interview 4 

Name: Markus 

Gender: Male 

Nationality: German 

Residence: Germany 

1. Are you familiar with the term “Emotional Intelligence”?  

Yes 

d) (If so) How would you define it? 

For me it's the ability of being aware of other people's emotions and also by my own 

emotions, being aware and being able to manage them. 

2. Have you ever taken courses related to Emotional Intelligence either from your 

employer, as part of employees’ welfare, or on your own? 

No, the only thing that I've ever had were like leadership courses from my employer and they 

were like highlighting the topic of emotional intelligence but there were there was no training 

or such only focusing on EI. 

i)  (If so) When did you last attended to EI courses? NA 

j) (If taken by their own initiative) Would you explain what motivated you into 

making this decision? NA 

3. What is the toughest professional criticism you have received, from co-workers or 

superiors, and how did you handle it?  

Probably, maybe a year ago or 2 years, that the CEO of my company had a feedback while 

meeting with him and we were talking about my development in the company and everything 

and he said that's good but the only thing that he was kind of criticizing was that in some 

matters I am acting to too soft or too nice and the he wants me to be harder especially in in 

contact with suppliers, for instance. I mean I still don’t understand why, I mean, it's personality 

but he was criticizing that. 
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4. Which is the best leadership style that you have learned about, and have you applied 

it? 

I have heard of a lots of different leadership styles and how they are defined and everything 

but to be honest I don't know any names or how they are defined by the literature, but for me 

how I define good leadership by myself and how I would apply it is to inspire people, to let 

them be in a way to  let them make their own decision, to give them the freedom to make 

decisions and I think the manager needs to be like a guide for them, to help them and  to 

be there if they need support but it's not like any kind of authority leadership, that's what 

I would define as good leadership how I would apply it and what I also expect from my boss. 

d) Would you consider Emotional Intelligent to be part of it? 

For sure, I mean, as I said, for me it's important to inspire people and to let them be innovative 

and to do so, you need to know and understand what your people want and how they act. I 

think for this, emotion intelligence is very important for the manager, so he knows how to act 

and interacted with the employees. 

5. Do you agree or disagree that influence and persuasion help managers to build their 

authority as leaders? Why? 

I disagree because for me a manager’s authority has nothing to do with influence or persuasion. 

For me authority by manager is growing by the knowledge he has about a topic, the technical 

knowledge, and also the personality that a team brings in and that this fits to the other projects 

so that that's my opinion of what's more important. 

6. Have you implemented any technique to establish trust within the people involved in 

a project? 

I don’t have 1 technique where I say that it's the one that's what I always do in it always works. 

I personally think that it is very important that from the beginning, from the kick off meeting 

you started the project, to bring in kind of an honesty about all of the challenges and obstacles 

that you already aware about so it doesn't make any sense to tell your team into beginning any 

unrealistic objectives and also let them know what the challenges will be and discuss with them 

what we can do to close out the projects successfully. So, I think that's being honest and to 

involve all of the members, even members who don’t really talk when there are a lot of people 

to try to involve them and to give them the feeling that also their opinion is important because 

they might have great ideas as well. Creating trustful atmosphere and always being honest 

about everything that's going on in the project, having a great communication, if some people 
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think that they don't know everything then they get frustrated so why are you I think it's 

important to include the whole team and always update them and ask them for feedback.  

e) If so, do you believe that it involved emotional intelligence? 

Yes, it is important for any project manager when it comes to dealing with people. 

7. In your opinion, would you say that intuition provides positive effects towards risk 

management? 

Yes, it does but because most of the risks that occur are, my opinion and from my experience, 

you cannot calculate them or predict them, so intuition is very important but more important 

than intuition is experience, in my opinion. So, when you have the experience about things that 

may occur from experience you will you get a good intuition. Intuition comes from 

experience. 

8. Have you ever had to solve a dispute between two colleagues who are part of your 

project? 

Yes, for sure. I think the biggest conflict I've ever had was in between our company’s managing 

director in the US and one of our project managers, and I was in the middle and I had to solve 

the problem. 

e) In what way do you think Emotional Intelligence would help in this type of 

situations?  

In the example that I just mentioned,  both of them had their own opinion and they had their 

own stance and both actually made sense to me and in this case it was really important for me 

to realise and to understand why they wanted  to do that in the way they want to do it and why 

they were not accepting the way from the other person. So, I tried to understand both people 

and understand why they were acting like this and trying to find solution with which both of 

them can live with and I think to understand you need the emotional intelligence. 

9. How have you ever been requested to take an Emotional Intelligence test while being 

recruited for a superior position or while being recruited for a project? 

No, never. 

e)  (If so) have you been given any feedback on the reason of this request? N/A 

10. How would you rate the importance that gender diversity receives while recruiting 

project managers? (e.g. good, regular, bad). 
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Good but I think that any kind of diversity is good for a project. It doesn’t matter if gender 

diversity or diversity by different cultures. It might be harder to lead for a project manager, to 

lead the team, but I think for the success of the project that it's beneficial in and offers a lot of 

opportunities. 

d) Do you believe emotional intelligence provides any leverage for female managers 

in contemporary work environments? 

Probably... yes, I think so. However, I think that emotional intelligence helps every kind of 

managers, I don't see a difference in the gender. I think it helps female managers for sure but 

also all managers need to have it. 

11. In the future, if you were given the opportunity to recruit someone for your project/ 

team, will you take into consideration emotional intelligence scores and/or insights? 

No, I don’t think so. I wouldn't trust any tests, but I would try to see or try to test it by myself 

in an interview to see if he can, if he has this kind of emotional intelligence. I know it is hard 

to see but I think when you talk to people, you can get a quite good idea on how they're able to 

interact with other people but I do not trust to any kind of these tests because usually they're 

provided to answer 2 or 3 answers and people tend to answer in the way they would like to be 

but in real life they are not. So, I don't trust this kind of tests. 

Interview 5 

Name: Nayeli 

Gender: Female 

Nationality: Mexican 

Residence: Ireland 

1. Are you familiar with the term “Emotional Intelligence”?  

Yes, totally. I have learned about emotional intelligence for 8 years, and since I understood its 

meaning, it helped me in 360 degrees of how to visualize, how to manage and work with my 

staff. 

e)  (If so) How would you define it?  

Emotional intelligence for me is the power to manage and work your emotions in a 

conscious way, in a positive way 

2. Have you ever taken courses related to Emotional Intelligence either from your 

employer, as part of employees’ welfare, or on your own? 
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Yes, from both sides. In my first job as head of department, they had the initiative to teach 

emotional intelligence courses, and other in consumer drivers, etc. However, when I was 

offered better job, they no longer taught these courses, so I decided to continue on my own 

with these courses online and many conferences that I have seen on YouTube. So, I continue 

day by day independently. 

k) (If so) When did you last attended to EI courses?  

It is a continuous leaning for me. 

l) (If taken by their own initiative) Would you explain what motivated you into 

making this decision?  

The reason why I decided to continue studying the subject was because my new employer did 

not offer courses and I wanted to continue learning on this subject because it worked for 

me. 

3. What is the toughest professional criticism you have received, from co-workers or 

superiors, and how did you handle it?  

It is funny that you ask me this because I was just talking to a sales manager from Mexico and 

I was telling her that since I met emotional intelligence I have taken things in a different way 

because the first time I received a tough professional criticism I was 24 years old, now I'm 33, 

it was my first year as head of department in which I was giving 100% of my energy and I felt 

I was doing everything right but my boss said I wasn’t, that everything I was doing was 

wrong. It was definitely very tough, even with all my intelligence courses, the few that I 

had at the time, it was hard for me to accept. However, it helped me a lot to keep going, 

to analyse my performance, accept the constructive criticism because they did it in the best 

way and it leaded to an introspection of how I was managing my staff, how to address them, 

how I delivered it and what is the objective I was looking for. 

4. Which is the best leadership style that you have learned about, and have you applied 

it? 

The way I like to work is talking to my staff all the time, always being aware of what they 

are doing, what they are thinking and how they are feeling because depending on how they 

feel is how they will deliver results and they will feel good about themselves at work and they 

will get what they are looking for in a company. 

e) Would you consider Emotional Intelligent to be part of it? 
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Yes, totally, because I am guided 100% in the emotions of my people. As a sales manager, I 

have to be aware of the emotions of my team because that is what will make the machine work. 

The issue is to emotionally coach them, without getting into their personal lives, so that they 

can be aware of how they are feeling, what they have to work on and how they have to work 

to give results and benefit the company. 

5. Do you agree or disagree that influence and persuasion help managers to build their 

authority as leaders? Why? 

I agree that this topic helps a lot to develop persuasion as a leader because it opens the 

panorama of how to see your team, not only see them as collaborators, but also to see how you 

as a leader have to work with them because there are people who get motivated through 

communication, there are people who get motivated by challenging them and you can do it 

from your learnings in emotional intelligence and you will be able to transmit it to them. That 

is, you have to manage your emotional intelligence to work their own, so you obtain positive 

results. 

6. Have you implemented any technique to establish trust within the people involved in a 

project? 

Yes, definitely. What has worked for me is to show them that I can do the work they are 

doing and most of all being there when they need you to solve a problem, to close the sale 

with a client, to explain a promotion that they do not understand, show them a product, and 

show them that you know them and that they know they can find you. 

f) If so, do you believe that it involved emotional intelligence? 

Yes, as leader we are people too, and we have good days or bad days, we have days with 

high or low energy, and I have to manage my emotions in a positive way so they see that, 

although I am under stress or under a lot of work, I can positively change that emotion. 

I have to push me to end the day and they, as they see that your reactions, is like going to react 

as a team. They will learn from that, there are many who learn it by seeing it, others by talking 

to them, there are those to whom you have to repeat them and it depends a lot on their 

personality as it is that you have to work and you definitely can only do by reading their 

emotions. 

7. In your opinion, would you say that intuition provides positive effects towards risk 

management? 
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Yes, intuition, with some experience, will improve over time, but at first, in my professional 

experience, my intuition did not help me much. I had to make decisions based on processes 

and systems that have already worked because at 23 years as head of department I did not have 

so much knowledge of what I have today and my intuition was not so developed, then I would 

say it can be productive and positive, but with some experience. 

8. Have you ever had to solve a dispute between two colleagues who are part of your 

project? 

Yes, all the time. That was the day to day as the responsible for the team, I had to seek 

reconciliation among the parties if they came to have one due to a sales difference, for 

agreements or for disagreements or because they wanted to implement a process that they 

believed could be better.  

f) In what way do you think Emotional Intelligence would help in this type of 

situations?  

Emotional Intelligence helped when I invited the parties involved to discuss the situation and 

I listened to each of the people involved, I then asked their opinions on the disagreement they 

were having. 

9. How have you ever been requested to take an Emotional Intelligence test while being 

recruited for a superior position or while being recruited for a project? 

Yes, always. I have had 3 jobs and they have asked me to take this test. 

f) (If so) have you been given any feedback on the reason of this request? 

No, the data is private for the company, so I only know that they were emotionally intelligent 

and of degree of responsibility because, basically, the position I was applying for was related 

to solving problems all the time. 

10. How would you rate the importance that gender diversity receives while recruiting 

project managers? (e.g. good, regular, bad). 

Yes, definitely. For some reason, in Mexico, many male managers are sought because they 

allegedly have better control of their emotional intelligence as they are less emotional. This 

does not mean that women do not have the possibility to manage their emotions, but in my 

experience as a woman, as a branch manager, I had to hear many times that what they were 

looking for was a man. This, as they had had experiences with female managers, and these had 

been very volatile in their performance as opposed to men. I would say the opposite because 
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fortunately I did very well at work and we wanted it and if it is a challenge to work with that 

but thanks to the subject of emotional intelligence I was able to develop very well and it came 

out very well. I would say that by giving the opportunity to have women collaborators 

based on emotional intelligence, they would change 150%. 

e) Do you believe emotional intelligence provides any leverage for female managers 

in contemporary work environments? 

Yes, definitely. I believe those who are aware that they have an area of opportunities to manage 

emotions and channel them in a positive way, would increase their opportunities. This would 

help many women who are very intelligent and are very capable but are not aware that they 

should work on their emotions and that would give them to an incredible leap in his 

professional life. 

11. In the future, if you were given the opportunity to recruit someone for your project/ 

team, will you take into consideration emotional intelligence scores and/or insights? 

Yes, totally. I would definitely give them a look, read and analyse their level of emotional 

intelligence. In fact, it is what I notice when hiring people, even people without experience, 

with the observation of having hired them without any knowledge of the subject but with a 

high emotional intelligence. I would say that all the benefits that I had in my work experience 

and in my work, success is due to the fact that I have observed and guided myself by the 

emotional intelligence form my work team. 

 

Interview 6 

Name: Nelly 

Gender: Female 

Nationality: Mexican 

Residence: Mexico 

1. Are you familiar with the term “Emotional Intelligence”?  

Yes 

f)  (If so) How would you define it? 

It is a capacity that some people have, others do not, to understand their emotions and also to 

understand the situations of others. The term for me is very important because it is a way of 

identifying what we are feeling and how our emotions and feelings can have an impact on 
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the decisions we make and how this impact can sometimes blind us to problems or even 

how to make different scenarios and ways of how it impacts what we do. 

2. Have you ever taken courses related to Emotional Intelligence either from your 

employer, as part of employees’ welfare, or on your own? 

Yes, I have taken a course. I took it when I was volunteering at MARCO (museum), because I 

had a training that included certain emotional intelligence topics and also about emotions and 

positive psychology but originally, I took it as a requirement for volunteering. However, in the 

end, I transferred it to my professional life and begun taking into consideration my emotions 

and how they affect my work and my personal life. 

m)  (If so) When did you last attended to EI courses?  

2 years ago 

n) (If taken by their own initiative) Would you explain what motivated you into 

making this decision? NA 

3. What is the toughest professional criticism you have received, from co-workers or 

superiors, and how did you handle it?  

On one occasion, in a one on one session, my boss told me that I was very permissive when it 

came to delivery and when setting the delivery dates. Then I concluded that it meant I was 

not so strict and that it could be considered up to some extent as lack of interest in the 

project on being carried out properly. Somehow, at first, I thought of it as a though criticism 

because I felt I had a notion of my work of always being on time, but then I was doing a deeper 

and self-critical analysis. That is, if I had that opportunity to handle it and to act, above all, it 

is like having a balance of empathy, but at the same time being more demanding for everyone 

involved than in a project. 

4. Which is the best leadership style that you have learned about, and have you applied 

it? 

The one I know the most because I have a little background in my project management 

activities is the development of leaders. There we see certain types of leadership and the one 

that caught my attention was of “change-oriented”. It is seen in organizational changes, but 

also in people to help them develop intellectual skills such as inspirations and aspirations. 

I have not had the opportunity to implement it, but I would like to do it with my team. 

f) Would you consider Emotional Intelligent to be part of it? 
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Yes, I think that when you are a leader that needs to transform, it is important to have a 

deep knowledge of all these emotions that you are feeling. This, to avoid having certain 

emotional outbursts or attacks, both positive and negative because on different occasions we 

can become too enthusiastic and find a balance to avoid decisions that may harm you in a 

certain way during your project. 

5. Do you agree or disagree that influence and persuasion help managers to build their 

authority as leaders? Why? 

Yes, I agree, and I believe because to be a positive leader you can use these tools to achieve 

these goals in a mere way that you are shaping it. That is, always looking for what is the most 

appropriate, how you can do it in a way that does not seem like an imposition and also obtain 

certain behaviours from the team members that can lead you to achieve the objectives. 

6. Have you implemented any technique to establish trust within the people involved in 

a project? 

Yes, what I always try to do with the teams I have to work on is to give them a lot of 

empowerment so that they can somehow do a self-criticism in their work to see where they 

found and what was the highlight of their work, and identify those points, to attack the 

opportunity areas and continue to improve on what they did best. Also to let them know that 

your work will always impact the work of other people, because in the end everything is a 

chain of work. 

g) If so, do you believe that it involved emotional intelligence? 

Yes, I think that by knowing which emotions you are feeling when they give feedback to the 

team, you promote their self-criticism and that they know the type of emotions they are going 

through and I think it has to do with their emotional intelligence to generate the trust and know 

where we can all improve. 

7. In your opinion, would you say that intuition provides positive effects towards risk 

management? 

Yes, I see intuition as an anticipation of the problem, then to feel that those problems in the 

future may become risks that cause the project to not come out of time or that somehow the 

objectives we have set are not achieved. Then measure intuition or that sixth sense if it has 

helped me think and see beyond the problems that are very obvious and thus prevent something 

that can get out of control and affect the project. 
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8. Have you ever had to solve a dispute between two colleagues who are part of your 

project? 

No, I haven’t.  

g) In what way do you think Emotional Intelligence would help in this type of 

situations? N/A 

9. How have you ever been requested to take an Emotional Intelligence test while being 

recruited for a superior position or while being recruited for a project? 

No, I haven’t.  

g)  (If so) have you been given any feedback on the reason of this request? N/A 

10. How would you rate the importance that gender diversity receives while recruiting 

project managers? (e.g. good, regular, bad). 

Good, because I think that women have, in some way, the ability to be more connected to 

our emotions, we are a little more sensitive. This benefits us because we already have the 

certainty of what we are feeling to some extent and this allow us to identify what the 

consequences, negative or positive, of the influence of our emotions would be. I consider that 

the reaction time between deciding and the emotion that is emerging is very short and does not 

allow us to analyse the situation. So, by recognizing our emotions we can already determine 

a more effective way to act. 

f) Do you believe emotional intelligence provides any leverage for female managers 

in contemporary work environments? 

Yes, I think it empowers a lot to know yourself and, above all, it would make it easier for 

people who are recruiting you for those types of jobs that you know to recognize your ability 

to not let yourself be carried away by your negative emotions. 

11. In the future, if you were given the opportunity to recruit someone for your project/ 

team, will you take into consideration emotional intelligence scores and/or insights? 

Yes, I believe that by knowing that information it can help you determine the way these 

individuals think and identify the type of decisions that could be made at certain times. Also 

knowing that these decisions must be accompanied by the rational, not just by getting carried 

away. In the same way, it is important to know to what extent you should give an 

accompaniment to that person and how much you can develop certain skills. 
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Interview 7 

Name: Lilith 

Gender: Female 

Nationality: German 

Residence: Germany 

1. Are you familiar with the term “Emotional Intelligence”? Yes. 

g) (If so) How would you define it? 

So, for me it is the ability for being empathic and being able to take different perspectives 

from people and influence others by this information you get by these different 

perspectives, use the knowledge.  

2. Have you ever taken courses related to Emotional Intelligence either from your 

employer, as part of employees’ welfare, or on your own? 

No. 

o) (If so) When did you last attended to EI courses? N/A 

p) (If taken by their own initiative) Would you explain what motivated you into 

making this decision? NA 

3. What is the toughest professional criticism you have received, from co-workers or 

superiors, and how did you handle it?  

I had an example just a couple of weeks ago, my boss came to me and said I’m a bit too engaged 

in voluntary projects from the company and that I should focus more in my actual projects and 

he said that because I am very engaged in these voluntary things, people could think that I am 

not focused enough on my tonight projects. So, I might probably forget something to do my 

job good and I have noticed by preparing my work better into report him more frequently to 

show that I have everything under control, and that I can handle my project and the voluntary 

work as well.  He was a bit worried that I would forget my actual work by all the voluntary 

things, and I tried to show him that I can handle both. 

4. Which is the best leadership style that you have learned about, and have you applied 

it? 

Well, I learned a lot on situational leadership, which I think is the best leadership you can 

learn, and I also read a book about, like a new style of  situational leadership, that implements 

the motivation of the employees and depending on the motivation it gives you a different 

concepts of how to handle employees. 
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g) Would you consider Emotional Intelligent to be part of it?  

Yes, of course. To be “situational” you need to understand the situation and the problem that 

could be between the people and why they could have a good or a bad habits, definitely.  

5. Do you agree or disagree that influence and persuasion help managers to build their 

authority as leaders? Why? 

Yes, I would agree that influence and persuasion are very important to build authority  

for a leadership because people easily follow others that are strong or that show that they can 

handle situations and they have the power to change things and to influence things so strong 

leaders have more authority.  

6. Have you implemented any technique to establish trust within the people involved in 

a project? 

I wouldn’t call it really a technique but from me what is really important is to listen to the 

people, to support them if I have the time to do so, and to give favours because if you give 

someone a favour, he or she owns you something and then probably he or she will help you in 

a situation when you need something. So, I try to give favours to people all that are important 

to me, so they help me when I have a problem. 

h) If so, do you believe that it involved emotional intelligence? 

Yes, I think it is very good if you have empathy for your employees and if you know what 

they need, and what helps them to work good in the project.  

7. In your opinion, would you say that intuition provides positive effects towards risk 

management? 

Yes, definitely. A good intuition helps you to avoid risks before they come up. 

8. Have you ever had to solve a dispute between two colleagues who are part of your 

project? 

No, I'm sorry but I didn't work long enough to have this situation. 

h) In what way do you think Emotional Intelligence would help in this type of 

situations? N/A 

9. How have you ever been requested to take an Emotional Intelligence test while being 

recruited for a superior position or while being recruited for a project? 

No, never. 
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h)  (If so) have you been given any feedback on the reason of this request? N/A 

10. How would you rate the importance that gender diversity receives while recruiting 

project managers? (e.g. good, regular, bad). 

I think it has a high importance because, from my point of view, it helps to have a diverse 

team.  

g) Do you believe emotional intelligence provides any leverage for female managers 

in contemporary work environments? 

Yes, I hope so. 

11. In the future, if you were given the opportunity to recruit someone for your project/ 

team, will you take into consideration emotional intelligence scores and/or insights? 

Yes, I would consider that. I think it is a good opportunity. 

 

Interview 8 

Name: James 

Gender: Male 

Nationality: American 

Residence: United States of America 

1. Are you familiar with the term “Emotional Intelligence”?  

Yes, I am. 

h)  (If so) How would you define it? 

It is dealing with various people in my industry, which is Modern Wealth Management and we 

have various ethnicities and people to motivate them to help clients in regard to their 

investments. 

2. Have you ever taken courses related to Emotional Intelligence either from your 

employer, as part of employees’ welfare, or on your own? 

Yes, I had some at Morgan Stanley but mostly in college it's at Saint Xavier University, 

particularly in the philosophy, I minored in philosophy. 

q)  (If so) When did you last attended to EI courses?  

Yes, actually it was during the Winter of 2018 when we had to study emotional intelligence 

be regards to investments. 
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r) (If taken by their own initiative) Would you explain what motivated you into 

making this decision? N/A 

3. What is the toughest professional criticism you have received, from co-workers or 

superiors, and how did you handle it?  

Well I've been working for 40 years now and, in the beginning, the toughest part was 

listening, now I listen. The hardest part it is when these individuals become very emotional 

and start crying when they talk about their future. 

4. Which is the best leadership style that you have learned about, and have you applied 

it? 

The best leadership that I ever learned was “empty your pockets, listen to the people, let them 

get it all out of them, whether they're upset crying or not and then starting from the beginning”.  

h) Would you consider Emotional Intelligent to be part of it? 

Yes, definitely, I would. 

5. Do you agree or disagree that influence and persuasion help managers to build their 

authority as leaders? Why? 

I agree, but it's not forcing people to do something they don't want to do, it is helping them see 

how they can help other people and moving them along that line. 

6. Have you implemented any technique to establish trust within the people involved in 

a project? 

Yes, most definitely. Every day we have a new project and the only way to accomplish those 

goals is to assist those individuals to show “this is what you need for your clients and this is 

how we can accomplish that”.   

i) If so, do you believe that it involved emotional intelligence? 

Yes. 

7. In your opinion, would you say that intuition provides positive effects towards risk 

management? 

Yes, if we don't understand risk management then we fail the customer.  

8. Have you ever had to solve a dispute between two colleagues who are part of your 

project? 
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Yes, many times. What we have to discuss is “I understand your point of view, I understand 

the other point of view, what's the point of view to correct this problem?”. 

i) In what way do you think Emotional Intelligence would help in this type of 

situations?  

The best way to do there is understand a person you're listening to; you must listen to them 

to understand what they are. 

9. How have you ever been requested to take an Emotional Intelligence test while being 

recruited for a superior position or while being recruited for a project? 

Yes, I had many tests throughout my career at Morgan Stanley and I am a listener and a 

problem. 

i) (If so) have you been given any feedback on the reason of this request? N/A 

10. How would you rate the importance that gender diversity receives while recruiting 

project managers? (e.g. good, regular, bad). 

Very important, we are in an industry that right now we have hired more than 50% of 

minorities in our industry and we must assist them to make sure that they not only get hired but 

stick around. 

h) Do you believe emotional intelligence provides any leverage for female managers 

in contemporary work environments? 

Yes, definitely. We have many female managers in our industry, and it will continue to grow. 

11. In the future, if you were given the opportunity to recruit someone for your project/ 

team, will you take into consideration emotional intelligence scores and/or insights? 

Yes. I would have to say that it's innate in me to understand that and it is positive to have 

minorities part of the team to solve these problems 
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Nodes\\Themes\\Creating Themes\4. 
Emotional Intelligence and its 
relationship with Diversity\Gender 
Diversity 

Node MWitron 12/08/2019 12:08 a. m. MWitron 10/08/2019 04:56 p. m. 

Nodes\\Themes\\Creating Themes\4. 
Emotional Intelligence and its 
relationship with Diversity\Gender 
Diversity\Females Mastering 
Management 

Node MWitron 20/08/2019 11:15 a. m. MWitron 20/08/2019 11:30 a. m. 

 Reports\\Project Summary Report Page 7 of 9 

23/08/2019 10:20 a. m. 

Hierarchical Name Item Type Created By 
Username 

Created On Modified By 
Username 

Modified On 
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Nodes\\Themes\\Creating Themes\4. 
Emotional Intelligence and its 
relationship with Diversity\Gender 
Diversity\Females Mastering 
Management\EI Leveraging Female 
Managers 

Node MWitron 20/08/2019 11:27 a. m. MWitron 20/08/2019 11:27 a. m. 

Nodes\\Themes\\Creating Themes\4. 
Emotional Intelligence and its 
relationship with Diversity\Gender 
Diversity\Females Mastering 
Management\EI Leveraging Female 
Managers\Negative Opinion 

Node MWitron 20/08/2019 11:27 a. m. MWitron 11/08/2019 05:08 p. m. 

Nodes\\Themes\\Creating Themes\4. 
Emotional Intelligence and its 
relationship with Diversity\Gender 
Diversity\Females Mastering 
Management\EI Leveraging Female 
Managers\Positive opinion 

Node MWitron 20/08/2019 11:27 a. m. MWitron 11/08/2019 05:08 p. m. 

Nodes\\Themes\\Creating Themes\4. 
Emotional Intelligence and its 
relationship with Diversity\Gender 
Diversity\Females Mastering 
Management\EI Leveraging Female 
Managers\Positive opinion\Combining 
IQ & EQ 

Node MWitron 20/08/2019 11:27 a. m. MWitron 20/08/2019 11:06 a. m. 

Nodes\\Themes\\Creating Themes\4. 
Emotional Intelligence and its 
relationship with Diversity\Gender 
Diversity\Females Mastering 
Management\EI Leveraging Female 
Managers\Positive opinion\Past 
Experience 

Node MWitron 20/08/2019 11:27 a. m. MWitron 20/08/2019 11:52 a. m. 

Nodes\\Themes\\Creating Themes\4. 
Emotional Intelligence and its 
relationship with Diversity\Gender 
Diversity\Gender Equality 

Node MWitron 20/08/2019 11:07 a. m. MWitron 20/08/2019 11:25 a. m. 

 

Queries 

      

 

Query Results 

      

 

Relationship Types 

Relationship Types\\Associated Relationship Type MWitron 10/08/2019 01:06 p. m. MWitron 10/08/2019 01:06 p. m. 

 

Relationships 

Relationships\\Intuition in Risk Mgmt 
(Associated) Solving others' Disputes 

Relationship MWitron 19/08/2019 08:04 p. m. MWitron 19/08/2019 08:04 p. m. 

 

Reports 
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Reports\\Case Classification Summary 
Report 

Report MWitron 10/08/2019 01:06 p. m. MWitron 10/08/2019 01:06 p. m. 

 Reports\\Project Summary Report Page 8 of 9 

23/08/2019 10:20 a. m. 

Hierarchical Name Item Type Created By 
Username 

Created On Modified By 
Username 

Modified On 

Reports\\Code Summary Report Report MWitron 10/08/2019 01:06 p. m. MWitron 10/08/2019 01:06 p. m. 

Reports\\Coding Structure Report Report MWitron 10/08/2019 01:06 p. m. MWitron 10/08/2019 01:06 p. m. 

Reports\\Coding Summary By Code 
Report 

Report MWitron 10/08/2019 01:06 p. m. MWitron 10/08/2019 01:06 p. m. 

Reports\\Coding Summary By File Report Report MWitron 10/08/2019 01:06 p. m. MWitron 10/08/2019 01:06 p. m. 

Reports\\File Classification Summary 
Report 

Report MWitron 10/08/2019 01:06 p. m. MWitron 10/08/2019 01:06 p. m. 

Reports\\File Summary Report Report MWitron 10/08/2019 01:06 p. m. MWitron 10/08/2019 01:06 p. m. 

Reports\\Project Summary Report Report MWitron 10/08/2019 01:06 p. m. MWitron 10/08/2019 01:06 p. m. 

 

Search Folders 

Search Folders\\All Codes Search Folder MWitron 10/08/2019 01:06 p. m. MWitron 10/08/2019 01:06 p. m. 

Search Folders\\All Files, Externals & 
Memos 

Search Folder MWitron 10/08/2019 01:06 p. m. MWitron 10/08/2019 01:06 p. m. 

Search Folders\\All Media Files Not 
Embedded 

Search Folder MWitron 10/08/2019 01:06 p. m. MWitron 10/08/2019 01:06 p. m. 

 

Sentiment 

 

Sets 

 

Summaries 

Reports\\Project Summary Report Page 9 of 9 
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Appendix 8 – Hierarchy Model Data by Number of Coding References 

 
 

Appendix 9 – Hofstede Insights: Country Comparison 
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Appendix 10 – Merged Data Sample Table from Mixed Research on Emotional 

Intelligence Quadrants 

Variable-

Residency 

Variable-

Gender 

EI Quadrant- Qualitative 

Data 

EI Quadrant-Quantitative 

Data 

U.S.A. Female Relationship Management Relationship Management 

Germany Female Self-Management Social-Awareness 

Ireland Female Social-Awareness Social-Awareness 

Mexico Female Social-Awareness Social-Awareness 

U.S.A. Male Social-Awareness Relationship Management 

Germany Male Social-Awareness Social-Awareness 

Ireland Male Self-Management Social-Awareness 

Mexico Male Self-Awareness Relationship Management 
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Figure 11 – Opinions towards Emotional Intelligence as Leverage for Female 

Managers 
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Table 1 – Emotional Intelligence Quadrants table displaying the correlation 

statistics matrix from selected population 

  

Self-

Awareness 

Self-

Management 

Social-

Awareness 

Relationship 

Management 

Self-Awareness 1.00    
Self-Management -0.45 1.00   
Social-Awareness 0.42 -0.06 1.00  
Relationship Management -0.15 0.77 -0.35 1.00 

 
 


