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Emotional Intelligence and Leadership
In The New Leaders, the authors make a strong case for the claim that the primary task
of leaders is to manage the emotional life of their organisations so that people feel
positive about their work.
To do this, leaders use a range of leadership styles that are likely to generate resonance
at a deep level with the people working with or for them.
Each style can be analysed in terms of the Emotional Intelligence competencies that it
requires, and also how precisely it builds resonance.

Typically, leaders are adept at, or comfortable with, one or two of the styles.  Those who
strive for excellence in leadership may need to develop the ability to lead effectively
using at least four of the six styles – Visionary, Coaching, Affiliative, Democratic, and
avoid over-using the most frequently-used styles, which are also the most risky: Pace
Setting and Commanding.

Creating Resonance
The leader who creates resonance is the one who engages with people, emotionally,
where they are, and also stimulates them to move in a positive emotional direction - to
feel better.  Thus when times are good, such leaders are up-beat, but always looking to
build on success; when things are not so good, they are honest and open in their
assessment, but intent on helping people move forward into better times.
The leader who is naively up-beat, or the one who joins the depressed state of the
followers and stays there, are both creating dissonance and the result will be debilitating.
Each of the six leadership styles analysed produces resonance in a different way. Given
that different approaches to resonance are likely to work with different people and in
different situations, it is important that leaders do not rely too heavily on one or two
styles.

The Leadership Repertoire
Leaders need to create resonance with people. Resonance stems from whole sets of
coordinated activities that comprise leadership styles.

 ‘The best most effective leaders use one or more of six distinct approaches to
leadership and skilfully switch between the various styles depending on the
situation’

The six styles are:
 Visionary style,
 Coaching style,
 Affiliative style,
 Democratic style,

These all create resonance that boosts performance.

The other 2 styles:
 Pacesetting style and
 Commanding style
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These can be useful but should be applied with caution.

Emotional Intelligence
Emotional Intelligence is the name given to a set of skills or competencies that an
individual uses to manage his own emotional well-being and his relationships with
others.
Leaders who display these competencies - which can all be learned and indeed become
habitual - have a far higher likelihood of inspiring others through their leadership.
The emotional intelligence competencies are:

1. Personal Competence:
These capabilities determine how we manage ourselves.

Self-awareness
• Emotional self-awareness: Reading one's own emotions and recognising their

impact; using "gut sense" to guide decisions
• Accurate self-assessment: Knowing one's strengths and limits
• Self-confidence: A sound sense of one's self-worth and capabilities

Self Management
• Emotional self-control: Keeping disruptive emotions and impulses under control
• Transparency: Displaying honesty and integrity; trustworthiness
• Adaptability: Flexibility in adapting to changing situations or overcoming

obstacles
• Achievement: The drive to improve performance to meet inner standards of

excellence
• Initiative: Readiness to act and seize opportunities
• Optimism: Seeing the upside in events

2. Social Competence:
These capabilities determine how we manage relationships.

Social Awareness
• Empathy: Sensing others' emotions, understanding their perspective, and taking

active interest in their concerns
• Organisational awareness: Reading the currents, decision networks, and politics

at the organisational level
• Service: Recognising and meeting follower, client, or customer needs

Relationship Management
• Inspirational leadership: Guiding and motivating with a compelling vision
• Influence: Wielding a range of tactics for persuasion
• Developing others: Bolstering others' abilities through feedback and guidance
• Change catalyst: Initiating, managing, and leading in a new direction
• Conflict management: Resolving disagreements
• Building bonds: Cultivating and maintaining a web of relationships
• Teamwork and collaboration: Cooperation and team building
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Becoming a Resonant Leader – The Five Discoveries

Can we learn to be effective leaders? In The New Leaders they are very clear that
leaders are made and not born. A key to this is to have good information, about what is
going on in the organisation, about themselves and their own impact. This can be
information from others, but it can also be self-assessment as a continuous process to
sustain learning that lasts, - that then becomes habit.

The first discovery
My ideal self – who do I want to be?
The second Discovery
My real self – Who am I – What are my strengths and gaps?
The third discovery
My learning agenda – How can I build on my strengths while reducing my gaps?
The fourth discovery
Experimenting with and practicing new behaviours, thoughts, feelings to the point of
mastery.
The fifth discovery
Developing supportive and trusting relationships that make change possible.

The Emotional Reality of Teams
 As well as individual leaders needing to have high EQ (emotional Intelligence), teams
that perform well also have EQ competence. These groups make better decisions.
Groups are smarter decision makers than individuals, but only when they exhibit the
qualities of Emotional Intelligence. Every team member contributes to this, but the leader
holds more sway in the emotional life of a team. Therefore the group leader sets the
tone.

A leader who wants to create an emotionally intelligent team needs to :
• Help the team raise its self awareness.
• Create the emotional tone in the team
• Listening to what is really going on in the team
• Model and encourage group norms of empathy and a focus on others
• Set ground rules

‘Teams cannot lead with resonance if the team’s norms hold them captive.’

The Emotional Reality of Organisations and Change.

Finally, the leader works in an organisational context. How do we create emotionally
intelligent organisations?

Discovering the emotional reality.
• Respect the group’s values and the organisations integrity – what is the sacred

centre of the organisation that remains intact?
• Slow down in order to speed up – bringing people in to discuss change, systems,

culture is essential to change.
• Start at the top with a bottom up strategy -  top teams need to be committed to

creating resonance around a vision or ideal.
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Visualising the ideal.
• Look inside – this is how to create a vision that will resonate to others
• Attune the vision to the values
• Put people first, then strategy.- change needs to relate to what people want and

need.

Sustaining Emotional Intelligence.
• Turn vision into action.
• Create systems, practices and procedures that sustain emotionally intelligent

practices.
• Manage the myths of leadership.

It is the leaders responsibility to create emotionally intelligent organisations. To identify
its cultural norms, to explore the vision of what could be, to attune people and the vision
towards action and change.


