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ABSTRACT: Emotional intelligence has increasingly emerged as a critical leadership 

competency for managing employee relationships, engagement, commitment, and 

retention in culturally diverse organizational environments. This study examines how 

leaders’ emotional intelligence influences employee engagement and retention across 

different cultural contexts, with particular emphasis on self-awareness, self-regulation, 

empathy, social awareness, and relationship management. The study proposes that 

emotionally intelligent leadership strengthens trust, communication, psychological safety, 

organizational commitment, and employees’ willingness to remain with their 

organizations. It further argues that the effectiveness of emotional intelligence is not 

culturally uniform because national culture, power distance, collectivism, individualism, 

communication patterns, and expectations regarding leadership can influence how 

emotionally intelligent behaviours are perceived and experienced. Drawing on emotional 

intelligence theory, social exchange theory, leader–member exchange theory, and cultural 

intelligence perspectives, the study develops an integrated conceptual framework 

connecting leadership emotional intelligence with employee engagement and retention. 

The proposed framework provides a basis for examining cultural differences in these 

relationships and offers implications for leadership development, human resource 

management, employee well-being, and talent-retention strategies in multinational and 

multicultural organizations. 

 

1. INTRODUCTION 

The contemporary organizational environment is characterized by globalization, multicultural workforces, virtual collaboration, 

and increasingly complex employee expectations. In such an environment, leadership effectiveness cannot be evaluated solely 

through technical competence, strategic decision-making, or formal authority. Leaders are required to understand and regulate 

their own emotions, recognize the emotional states of employees, communicate sensitively, manage interpersonal conflicts, and 

establish relationships based on trust and respect. These capabilities have brought emotional intelligence (EI) to the forefront 

of leadership research. Emotional intelligence is particularly relevant because leadership is fundamentally relational, and 

employees frequently interpret organizational practices through their interactions with supervisors and managers. Consequently, 
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the emotional competence of leaders can influence employees' attitudes, motivation, commitment, and willingness to remain 

within an organization [1], [2]. 

Employee engagement represents another important dimension of organizational effectiveness. Engaged employees generally 

demonstrate greater vigor, dedication, psychological involvement, and willingness to contribute beyond minimum job 

requirements. Leadership plays a substantial role in creating the organizational and interpersonal conditions under which 

engagement can develop. Empirical evidence indicates that different forms of positive leadership, including servant, 

empowering, ethical, and charismatic leadership, are positively associated with employee engagement [3]. Importantly, the 

relationship between leadership and engagement is not necessarily identical across countries. A large-scale meta-analysis 

involving 209 independent studies, 257 effect sizes, 82,386 participants, and 45 countries demonstrated that several national-

cultural characteristics moderate the relationship between leadership and employee engagement [3]. This finding indicates that 

leadership behaviour must be understood within its cultural environment rather than treated as universally interpreted or 

universally effective. 

The importance of emotional intelligence becomes even more evident when employee retention is considered. Employee 

turnover creates substantial organizational costs through recruitment, selection, training, productivity losses, knowledge 

disruption, and reduced team stability. Employees are more likely to remain when they experience supportive leadership, 

meaningful relationships, psychological safety, recognition, and organizational commitment. Emotionally intelligent leaders can 

potentially contribute to these conditions by demonstrating empathy, regulating negative emotional reactions, resolving 

interpersonal tensions, and responding appropriately to employees' concerns. Recent research has specifically associated 

leadership emotional intelligence with employee engagement, satisfaction, organizational commitment, and reduced turnover 

intentions [4], [5]. Thus, EI can be conceptualized not merely as an individual leadership characteristic but as a strategic 

organizational capability with implications for talent management and workforce sustainability. 

The cross-cultural dimension is particularly significant because emotional behaviour does not necessarily carry identical 

meanings in different societies. Cultural values influence communication styles, perceptions of authority, expectations 

concerning interpersonal relationships, emotional expression, and appropriate leader behaviour. Employees from high-power-

distance cultures may respond differently to leader openness and participative communication than employees from low-power-

distance cultures. Similarly, collectivistic cultures may place greater emphasis on interpersonal harmony and group relationships, 

whereas individualistic cultures may attach greater importance to autonomy and personal achievement. Consequently, the same 

emotionally intelligent behaviour may generate different employee responses depending upon the cultural context in which it 

occurs [3], [6]. 

Recent research on multicultural work groups further demonstrates that cultural competence can influence both engagement 

and retention. Presbitero, Fujimoto, and Lim found that employee cultural intelligence positively influences work engagement 

and that supervisory cultural intelligence strengthens this relationship; their findings also showed that engagement contributes 

to employees' intention to stay [7]. These findings are particularly relevant to the present study because they suggest that 

leadership effectiveness in multicultural organizations depends not only upon general interpersonal competence but also upon 

the leader's ability to interpret and respond appropriately to cultural differences. Emotional intelligence and cultural intelligence 

therefore represent complementary capabilities in contemporary leadership: EI facilitates understanding and regulation of 

emotions, whereas cultural intelligence enables leaders to interpret those emotions and behaviours within culturally appropriate 

frameworks. 

Despite increasing scholarly attention to emotional intelligence, leadership, engagement, and retention, important research gaps 

remain. Existing research has frequently examined these constructs independently or investigated relationships within a single 

national or organizational setting. Furthermore, considerable leadership–engagement research remains dependent on cross-

sectional designs, limiting strong conclusions regarding causal relationships [3]. Studies examining emotional intelligence and 

retention have also tended to emphasize direct relationships rather than examining the mechanisms through which EI influences 

employee decisions to remain. In addition, cultural context has often been treated as background information rather than as an 

explicit moderating variable. These limitations indicate the need for an integrated framework that simultaneously examines 

leadership emotional intelligence, employee engagement, employee retention, and cultural differences. 
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Accordingly, this study focuses on the relationship between emotional intelligence in leadership and employee 

engagement and retention from a cross-cultural perspective. The study conceptualizes leadership EI through 

competencies such as self-awareness, self-regulation, empathy, social awareness, and relationship management, while 

considering employee engagement and retention as important organizational outcomes. It further recognizes national culture 

and cultural characteristics as contextual factors that may strengthen or weaken these relationships. By integrating emotional 

intelligence, leadership, employee engagement, retention, and cross-cultural management perspectives, the study seeks to 

contribute to a more comprehensive understanding of how emotionally intelligent leadership can support sustainable employee 

relationships in culturally diverse organizations. 

2. LITERATURE REVIEW 

2.1 Emotional Intelligence and Leadership 

Emotional intelligence has become an important construct in leadership research because effective leadership involves 

continuous interpersonal interaction and emotional exchange. Leaders routinely encounter situations involving employee 

dissatisfaction, workplace conflict, performance pressure, organizational change, uncertainty, and competing expectations. The 

ability to recognize and manage emotions can therefore influence how leaders respond to such situations. Emotional intelligence 

generally encompasses capabilities associated with recognizing one's own emotional states, regulating emotional responses, 

understanding the emotions of others, and managing interpersonal relationships. In organizational settings, these capabilities 

can facilitate constructive communication, conflict resolution, trust development, and employee support [4], [8]. 

The leadership literature increasingly suggests that emotional intelligence contributes to leadership effectiveness through 

interpersonal and relational mechanisms. Emotionally intelligent leaders are better positioned to recognize employee concerns, 

regulate inappropriate reactions, provide constructive feedback, and maintain positive interpersonal relationships. Such 

behaviours may strengthen employees' perceptions of leader support and fairness. Research on emotional intelligence and 

servant leadership, for example, indicates a meaningful relationship between emotional intelligence and leadership approaches 

that emphasize service, empathy, and follower development [8]. This supports the argument that EI is not simply an individual 

psychological attribute but can become an observable leadership competency. 

Emotional intelligence may also influence leadership effectiveness through organizational citizenship behaviour and broader 

interpersonal processes. Evidence indicates that emotional intelligence can contribute to operational effectiveness through 

leadership and organizational citizenship mechanisms [9]. When leaders successfully regulate their emotions and understand 

employee perspectives, they can create conditions in which employees feel more comfortable contributing ideas, assisting 

colleagues, and participating constructively in organizational activities. Therefore, EI can potentially influence employee 

outcomes both directly through leader–employee interactions and indirectly through the organizational climate established by 

leadership. 

2.2 Emotional Intelligence and Employee Engagement 

Employee engagement is generally understood as a positive and fulfilling psychological state characterized by energy, dedication, 

and involvement in one's work. Leadership is an important antecedent because leaders influence employees' access to resources, 

recognition, autonomy, feedback, support, and meaningful interpersonal relationships. When employees perceive their leaders 

as emotionally responsive and supportive, they may experience greater psychological safety and organizational belonging, which 

can encourage deeper involvement in their work [4], [10]. 

Recent empirical research provides evidence supporting this relationship. A study examining leadership emotional intelligence 

found that emotionally intelligent leadership contributes to employee engagement through relational mechanisms involving 

employee voice and trust in direct leadership [5]. This suggests that EI may influence engagement not merely because 

emotionally intelligent leaders are personally effective, but because their behaviour creates an environment in which employees 

feel sufficiently secure to express opinions and participate in organizational processes. Trust therefore represents an important 

mechanism connecting leadership emotional competence with employee engagement. 

The relationship is also supported by broader leadership research. Li et al. conducted a cross-cultural meta-analysis and found 

positive relationships between several constructive leadership styles and employee engagement across a large multinational 

sample [3]. Their findings further demonstrated that national-cultural characteristics can moderate leadership–engagement 
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relationships. Although this evidence is not limited to emotional intelligence, it provides an important theoretical foundation 

for examining whether emotionally intelligent leadership is similarly contingent upon cultural context. 

2.3 Emotional Intelligence, Job Satisfaction and Organizational Commitment 

Employee retention is closely associated with employees' psychological evaluations of their work environment. Job satisfaction, 

organizational commitment, trust, perceived support, and quality of leader–member relationships can influence whether 

employees intend to remain with an organization. Emotional intelligence may affect these outcomes by improving the quality 

of daily interactions between employees and their leaders. 

Emotionally intelligent leaders are more likely to recognize employee emotional needs and respond appropriately to workplace 

difficulties. Such behaviour can strengthen perceptions of organizational support and interpersonal fairness. Over time, positive 

leader–employee interactions can contribute to greater job satisfaction and organizational commitment. Research examining 

emotional intelligence and organizational commitment has identified emotional intelligence as an important factor in employees' 

continuing commitment to organizations, particularly when combined with supportive working conditions and effective 

management of work-related stress [11]. 

The relationship between emotional intelligence and employee retention can therefore be viewed as multidimensional. A leader 

may not directly determine whether an employee stays, but leadership behaviour can influence several proximal psychological 

variables that shape retention decisions. Employees who experience constructive communication, supportive supervision, 

recognition, trust, and meaningful relationships may develop stronger organizational attachment and lower intentions to leave. 

Conversely, emotionally insensitive leadership may increase interpersonal conflict, dissatisfaction, stress, and withdrawal 

intentions. 

2.4 Emotional Intelligence and Employee Retention 

Employee retention has become increasingly important because organizations compete for skilled employees in labour markets 

characterized by mobility, technological change, and evolving employee expectations. Compensation remains important, but 

retention is also influenced by leadership quality, organizational culture, career opportunities, psychological safety, work 

relationships, and perceived organizational support. Emotional intelligence may contribute to retention by improving the social 

and emotional quality of the workplace. 

Research has directly linked leadership emotional intelligence with employee retention. Sharma et al. examined emotional 

intelligence in leadership as a determinant of employee retention and emphasized the role of emotionally competent leadership 

in creating supportive employee experiences [12]. Similarly, research examining employees' perceptions of managers' emotional 

intelligence has considered its relationship with employee turnover, indicating that employees' interpretations of managerial 

emotional competence can influence turnover-related outcomes [13]. 

Engagement provides another potential pathway between EI and retention. When employees feel emotionally connected to 

their work and organization, they are more likely to demonstrate organizational commitment and intention to remain. Evidence 

from multicultural work groups supports this mechanism: Presbitero et al. demonstrated that work engagement contributes to 

employees' intention to stay and that supervisory cultural intelligence can strengthen the engagement process [7]. This finding 

provides a basis for conceptualizing retention as an outcome that may emerge through the interaction of emotionally and 

culturally competent leadership with employee engagement. 

2.5 Cross-Cultural Leadership and Emotional Intelligence 

Culture represents a critical contextual factor in leadership because it influences employees' expectations concerning authority, 

communication, interpersonal relationships, participation, and emotional expression. Leadership behaviours that are considered 

supportive in one cultural environment may be perceived differently in another. Consequently, emotionally intelligent leadership 

should not be interpreted as a universally standardized set of behaviours independent of cultural context. 

Li et al. provide particularly strong evidence for this proposition. Their meta-analysis across 45 countries found that national-

cultural dimensions, including power distance, human orientation, performance orientation, future orientation, and gender 

egalitarianism, can moderate relationships between leadership and employee engagement [3]. These findings suggest that 

employee responses to leadership are partly dependent on culturally embedded expectations. For the present study, this implies 
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that the effectiveness of EI-related leadership behaviours may depend on whether those behaviours correspond with employees' 

culturally shaped expectations. 

Cultural intelligence provides a complementary perspective. Cultural intelligence refers to the capability to function effectively 

in culturally diverse situations and involves cognitive, motivational, and behavioural capabilities for adapting to cultural 

differences. Research has shown that cultural intelligence is relevant to cross-border leadership effectiveness beyond general 

cognitive and emotional intelligence [6]. In multicultural organizations, therefore, leaders may require both emotional 

competence and cultural competence. Emotional intelligence enables leaders to recognize and regulate emotions, while cultural 

intelligence helps them determine how emotional signals and interpersonal behaviours should be interpreted within different 

cultural contexts. 

2.6 Critical Research Gap 

The literature demonstrates substantial evidence connecting leadership, emotional intelligence, employee engagement, and 

employee retention; however, the existing body of knowledge remains fragmented. First, many studies investigate emotional 

intelligence and engagement or emotional intelligence and retention separately, rather than examining the two outcomes within 

a single integrated framework. Second, although leadership research increasingly recognizes national culture as an important 

contextual variable, comparatively less attention has been devoted to examining whether specific emotional-intelligence 

competencies produce different employee outcomes across cultural environments [3]. 

Third, existing evidence suggests that employee engagement can act as an important mechanism linking leadership 

characteristics with retention. However, the precise mediating roles of trust, job satisfaction, organizational commitment, and 

psychological safety require further empirical investigation. Fourth, multicultural workplace research has increasingly 

emphasized cultural intelligence, but emotional intelligence and cultural intelligence are often treated as separate domains rather 

than complementary leadership capabilities [7]. This creates an opportunity to examine how emotionally intelligent leadership 

can be adapted to culturally diverse employee expectations. 

Finally, methodological limitations remain significant. Much of the leadership–engagement literature relies on cross-sectional 

research, which restricts the ability to establish causal relationships [3]. A more rigorous cross-cultural research design 

incorporating measurement validity, mediation, moderation, and multi-group comparisons can therefore provide stronger 

evidence regarding how leadership emotional intelligence affects employee engagement and retention. The present study 

addresses these gaps by positioning cultural context as a substantive explanatory factor rather than merely a demographic 

characteristic and by examining the interconnected relationships among leadership emotional intelligence, employee 

engagement, and employee retention. 

3. CONCEPTUAL FRAMEWORK AND HYPOTHESIS DEVELOPMENT 

3.1 Theoretical Foundation 

The proposed framework integrates Emotional Intelligence Theory, Social Exchange Theory, Leader–Member 

Exchange (LMX) Theory, and cross-cultural leadership perspectives to explain how emotionally intelligent leadership 

can influence employee engagement and retention. Emotional Intelligence Theory provides the primary foundation by 

conceptualizing leadership emotional intelligence through self-awareness, self-regulation, empathy, social awareness, and 

relationship management. These competencies influence the manner in which leaders perceive emotional information, regulate 

their own responses, understand employee needs, and manage interpersonal interactions [4], [8]. 

Social Exchange Theory provides an explanation for why emotionally intelligent leadership may generate positive employee 

outcomes. Employees continuously evaluate the quality of their exchange relationship with organizational representatives, 

particularly their immediate supervisors. When leaders demonstrate empathy, fairness, respect, responsiveness, and emotional 

support, employees may perceive these behaviours as valuable organizational resources. In response, employees may reciprocate 

through greater engagement, stronger organizational commitment, and reduced intention to leave. This reciprocal process 

provides a theoretical explanation for the transition from leadership behaviour to employee attitudes and subsequent 

behavioural intentions. 
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LMX theory further strengthens the framework by emphasizing the quality of dyadic relationships between leaders and 

individual employees. High-quality leader–member relationships are characterized by trust, support, mutual respect, 

communication, and reciprocal obligation. Emotional intelligence can facilitate these relationships because leaders with stronger 

emotional competencies are better positioned to identify employee expectations and regulate interpersonal interactions. 

Consequently, LMX quality can operate as an important relational mechanism between leadership emotional intelligence and 

employee engagement. 

The cross-cultural component of the framework recognizes that leadership behaviour is interpreted within culturally embedded 

systems of values and expectations. The evidence from 45 countries indicates that national-cultural characteristics can alter the 

strength of leadership–employee engagement relationships [3]. Cultural intelligence research similarly demonstrates that 

effective leadership across national boundaries requires capabilities beyond general intelligence and emotional intelligence [6]. 

Therefore, the proposed framework treats culture as a boundary condition that can influence how employees interpret and 

respond to emotionally intelligent leadership. 

The integrated theoretical logic can be represented as: 

Leadership Emotional Intelligence → Trust/LMX Quality → Employee Engagement → Organizational 

Commitment → Employee Retention 

with national culture influencing the strength of these relationships. 

3.2 Leadership Emotional Intelligence 

Leadership emotional intelligence is conceptualized as a multidimensional construct consisting of five interrelated 

competencies: self-awareness, self-regulation, empathy, social awareness, and relationship management. These 

dimensions represent different but complementary aspects of leaders' capacity to recognize, understand, regulate, and 

appropriately respond to emotional information. 

Self-awareness enables leaders to recognize their own emotional states, strengths, weaknesses, behavioural tendencies, and 

potential biases. Leaders who possess strong self-awareness are less likely to allow temporary frustration or stress to determine 

their managerial responses. This capability is particularly important during performance evaluations, organizational 

restructuring, interpersonal disputes, and other situations in which emotional reactions can influence employee perceptions.  

Self-regulation concerns the ability to control impulsive emotional responses and maintain behavioural consistency under 

pressure. In organizational settings, effective self-regulation allows leaders to respond to employee errors or disagreements 

constructively rather than reactively. This can contribute to perceptions of fairness and psychological safety. 

Empathy enables leaders to understand employees' emotional experiences and perspectives. Empathetic leadership can be 

particularly important when employees experience workload pressure, career uncertainty, interpersonal conflict, or difficulties 

associated with balancing professional and personal responsibilities. 

Social awareness allows leaders to recognize emotional dynamics within teams and understand how individual behaviour 

influences collective relationships. It becomes particularly relevant in culturally heterogeneous teams where emotional 

expression and communication conventions may differ. 

Relationship management involves the ability to establish and maintain constructive interpersonal relationships. It includes 

communication, conflict management, influence, collaboration, coaching, and the development of trust. Among the five 

dimensions, relationship management is expected to have particularly strong implications for employee engagement because 

engagement develops within continuing interpersonal and organizational relationships [5]. 

Table 1. Dimensions of leadership emotional intelligence and their expected organizational influence 

EI Dimension Leadership Behaviour Immediate Employee 

Perception 

Expected Outcome 

Self-awareness Recognizes personal emotions and 

biases 

Leader appears reflective and 

consistent 

Greater trust 
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Self-regulation Controls emotional reactions Greater psychological safety Lower interpersonal 

conflict 

Empathy Understands employee perspectives Employee feels valued and 

understood 

Higher engagement 

Social awareness Recognizes team emotional dynamics Greater interpersonal 

sensitivity 

Stronger collaboration 

Relationship 

management 

Builds communication and 

constructive relationships 

Stronger leader–employee 

connection 

Higher commitment and 

retention 

Table 1 demonstrates how the five dimensions of leadership emotional intelligence can translate into employee-level perceptions 

and organizational outcomes. 

3.3 Employee Engagement as a Mediating Mechanism 

Employee engagement is positioned as a central mechanism linking leadership emotional intelligence with employee retention. 

Engagement encompasses employees' cognitive, emotional, and behavioural investment in their work and organization. The 

present framework emphasizes three core components: vigor, dedication, and absorption. 

Emotionally intelligent leaders can increase engagement by improving employees' access to psychological and social resources. 

Empathy can make employees feel understood, relationship management can strengthen interpersonal connections, and self-

regulation can reduce destructive managerial interactions. These processes can collectively contribute to an environment in 

which employees are more willing to invest energy and attention in their work. 

Research has established a positive relationship between leadership and employee engagement across diverse national contexts 

[3]. More specifically, evidence from leadership EI research indicates that employee voice and trust in direct leadership can 

form important pathways connecting leaders' emotional intelligence with employee engagement [5]. Thus, engagement is not 

conceptualized merely as a direct reaction to leadership style; rather, it emerges through relational processes involving trust, 

communication, psychological safety, and perceived support. 

The framework therefore proposes: 

Leadership EI → Trust/LMX Quality → Employee Engagement 

and subsequently: 

Employee Engagement → Organizational Commitment → Employee Retention. 

3.4 Employee Retention as an Organizational Outcome 

Employee retention represents the organization's ability to maintain its workforce and employees' willingness to continue their 

employment relationship. In the proposed framework, retention is primarily reflected through intention to stay, reduced 

turnover intention, organizational commitment, and perceived long-term employment attractiveness. 

Leadership emotional intelligence can influence retention through both direct and indirect mechanisms. Directly, emotionally 

intelligent leaders may create more positive interpersonal experiences. Indirectly, they may increase engagement, job satisfaction, 

trust, and organizational commitment, which subsequently reduce employees' propensity to leave. 

The relationship can be expressed conceptually as: 

Leadership EI → Employee Engagement → Organizational Commitment → Intention to Stay 

This sequence is consistent with research demonstrating relationships among leadership, employee engagement, commitment, 

and retention-related outcomes [3], [7], [11]. Research examining emotional intelligence in leadership has likewise identified its 

relevance to employee retention [12]. 

Retention should therefore not be interpreted exclusively as an economic decision based on salary or benefits. Employees' 

decisions to remain can also reflect the quality of leadership, interpersonal relationships, recognition, psychological safety, career 

expectations, and emotional attachment to the organization. This makes leadership emotional intelligence strategically relevant 

to human resource management. 
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3.5 Cross-Cultural Moderation 

Culture is positioned as a moderating variable because employees from different cultural environments may interpret identical 

leadership behaviours differently. Five cultural characteristics are particularly relevant: individualism–collectivism, power 

distance, uncertainty avoidance, performance orientation, and long-term orientation. 

In individualistic cultures, employees may place greater emphasis on autonomy, personal achievement, and individualized 

recognition. Accordingly, emotionally intelligent leadership may be particularly effective when it supports individual expression 

and personal development. In collectivistic cultures, interpersonal harmony, group belonging, and relational obligations may 

receive greater emphasis, potentially increasing the importance of empathy, social awareness, and relationship management. 

Power distance can also influence employee responses. In high-power-distance environments, employees may expect clearer 

hierarchical boundaries and may interpret highly informal leader behaviour differently from employees in low-power-distance 

environments. Similarly, employees in low-power-distance cultures may respond more positively to participative 

communication and open emotional exchange. 

Uncertainty avoidance may influence how employees respond to emotionally supportive leadership during organizational 

change. Where uncertainty avoidance is relatively strong, employees may place greater value on leaders who provide emotional 

stability, predictability, and clear communication. 

Cross-cultural evidence confirms that national-cultural characteristics can influence the leadership–engagement relationship [3]. 

Cultural intelligence research further establishes that leadership effectiveness across national boundaries requires adaptation to 

cultural differences [6]. Recent research on multicultural work groups similarly demonstrates the importance of cultural 

intelligence at both employee and supervisory levels for engagement and retention outcomes [7]. 

Table 2. Cross-cultural dimensions and expected effects on emotionally intelligent leadership 

Cultural 

Dimension 

High-Intensity 

Context 

Expected EI Leadership 

Requirement 

Expected Employee 

Response 

Individualism Strong personal 

autonomy 

Individualized recognition and 

autonomy 

Engagement through personal 

empowerment 

Collectivism Strong group orientation Empathy, harmony and relationship 

management 

Engagement through 

belonging 

Power Distance Strong hierarchical 

acceptance 

Respectful authority and culturally 

appropriate communication 

Trust through predictable 

leadership 

Uncertainty 

Avoidance 

Strong preference for 

predictability 

Emotional stability and clear 

communication 

Reduced anxiety and stronger 

commitment 

Long-Term 

Orientation 

Greater future 

orientation 

Development-focused and patient 

leadership 

Stronger long-term attachment 

Table 2 illustrates how national-cultural characteristics can influence employees' expectations regarding emotionally intelligent 

leadership. 

3.6 Hypothesis Development 

Based on the theoretical relationships and empirical evidence, the following hypotheses are proposed. 

H1: Leadership emotional intelligence has a significant positive effect on employee engagement. 

H2: Leadership emotional intelligence has a significant positive effect on employee retention. 

H3: Employee engagement has a significant positive effect on employee retention. 

H4: Trust in leadership mediates the relationship between leadership emotional intelligence and employee engagement. 
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H5: Leader–member exchange quality mediates the relationship between leadership emotional intelligence and employee 

engagement. 

H6: Organizational commitment mediates the relationship between employee engagement and employee retention. 

H7: Employee engagement mediates the relationship between leadership emotional intelligence and employee retention. 

H8: National cultural characteristics significantly moderate the relationship between leadership emotional intelligence and 

employee engagement. 

H9: National cultural characteristics significantly moderate the relationship between leadership emotional intelligence and 

employee retention. 

H10: The indirect effect of leadership emotional intelligence on employee retention through employee engagement differs 

significantly across cultural contexts. 

The resulting conceptual model therefore positions leadership emotional intelligence as the principal antecedent, employee 

engagement as a central psychological mechanism, employee retention as the principal organizational outcome, and cultural 

characteristics as contextual moderators. 

4. RESEARCH METHODOLOGY 

4.1 Research Design 

The study adopts a quantitative, explanatory, cross-cultural research design to empirically examine the relationships 

among leadership emotional intelligence, employee engagement, organizational commitment, and employee retention. A 

comparative multi-country approach is appropriate because previous evidence demonstrates that leadership–engagement 

relationships vary across national-cultural contexts [3]. 

The unit of analysis is the individual employee, while leadership emotional intelligence is evaluated from the employee's 

perspective. This approach is preferable to relying exclusively on leaders' self-assessments because employee outcomes are 

influenced by how leadership behaviour is actually perceived and experienced. 

A structured questionnaire-based design is proposed, with employees drawn from organizations operating in culturally distinct 

environments. To improve cross-cultural comparability, the study should include organizations with broadly comparable 

occupational and organizational characteristics across participating countries. 

4.2 Population and Sampling 

The target population consists of employees working under identifiable supervisors or managers in medium-sized and large 

organizations. Employees should have sufficient interaction with their immediate leaders to evaluate leadership emotional 

intelligence meaningfully. 

A stratified multi-stage sampling procedure is appropriate. The first stage should identify participating countries 

representing meaningful cultural variation. The second stage should identify organizations and industries. The third stage should 

select employees from different functional and hierarchical categories. 

For a structural equation model containing approximately 25–30 observable indicators and several latent constructs, a minimum 

effective sample of approximately 400 respondents would provide a reasonable basis for model estimation. However, a cross-

cultural comparison requires substantially larger samples. A target of approximately 600–1,000 respondents, distributed 

relatively evenly across cultural groups, would provide stronger statistical power for multi-group analysis and measurement-

invariance testing. 

Table 3. Proposed sampling structure 

Sampling Component Proposed Design 

Research approach Quantitative 

Unit of analysis Individual employee 

Target population Employees reporting to identifiable leaders 
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Sampling method Stratified multi-stage sampling 

Recommended total sample 600–1,000 respondents 

Cultural groups Minimum 3 distinct cultural contexts 

Organizational level Operational, supervisory and middle-management employees 

Data collection Structured questionnaire 

Analytical framework SEM and multi-group analysis 

Table 3 presents the proposed sampling and research-design parameters for the cross-cultural investigation. 

4.3 Measurement of Variables 

Leadership emotional intelligence should be measured through validated dimensions covering self-awareness, self-regulation, 

empathy, social awareness, and relationship management. Employee engagement should be assessed through established 

dimensions of vigor, dedication, and absorption. Employee retention should incorporate intention to stay and turnover 

intention, while organizational commitment and trust should be measured as intermediary constructs. 

A five-point or seven-point Likert scale can be used, ranging from strong disagreement to strong agreement. A seven-point 

scale is preferable where greater response sensitivity is desired. 

Table 4. Operationalization of major constructs 

Construct Dimensions Indicative Measurement 

Focus 

Role 

Leadership EI Self-awareness, self-regulation, empathy, social 

awareness, relationship management 

Perceived leader emotional 

competence 

Independent 

variable 

Employee 

Engagement 

Vigor, dedication, absorption Energy and psychological 

involvement 

Mediator 

Trust in Leadership Reliability, integrity, support Confidence in immediate 

leader 

Mediator 

LMX Quality Respect, contribution, loyalty, professional regard Quality of leader–

employee relationship 

Mediator 

Organizational 

Commitment 

Affective and continuance attachment Employee attachment to 

organization 

Mediator 

Employee Retention Intention to stay, reduced turnover intention Willingness to remain Dependent 

variable 

Cultural Context Individualism, collectivism, power distance, 

uncertainty avoidance, long-term orientation 

Cultural orientation Moderator 

Table 4 specifies the principal constructs, their dimensions, and their expected roles in the proposed analytical model. 

4.4 Data Collection and Cross-Cultural Equivalence 

The questionnaire should initially be prepared in English and subsequently translated into the primary language of participating 

respondents wherever required. Translation and back-translation should be employed to reduce semantic inconsistencies. A 

pilot study involving approximately 50–75 respondents can be used to identify ambiguous items, excessive response burden, 

and culturally inappropriate wording. 

Data collection should maintain equivalent procedures across cultural groups. The same response scale, instructions, construct 

definitions, confidentiality assurances, and survey administration principles should be used wherever practically possible. 

Cross-cultural equivalence is essential because observed differences may otherwise reflect measurement differences rather than 

genuine differences in leadership effects. Accordingly, the analysis should assess configural, metric, and scalar measurement 

invariance before comparing latent means or structural relationships across groups. 
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4.5 Data Analysis 

The analysis should proceed through several sequential stages. First, descriptive statistics should establish the demographic and 

organizational characteristics of respondents. Second, reliability should be assessed using Cronbach's alpha and composite 

reliability, with values of approximately 0.70 or above generally considered acceptable for established constructs. Third, 

convergent validity should be evaluated using factor loadings and average variance extracted, with factor loadings preferably 

above 0.70 and AVE above 0.50. 

Confirmatory factor analysis should then evaluate the measurement model. Discriminant validity should be examined using the 

Fornell–Larcker criterion and the heterotrait–monotrait ratio where appropriate. Structural equation modelling should 

subsequently be employed to test the hypothesized relationships. 

For mediation analysis, bootstrapping with approximately 5,000 resamples is recommended to estimate indirect effects and 

confidence intervals. Multi-group structural equation modelling should be used to compare path coefficients across cultural 

groups. Differences between groups should be evaluated using statistically appropriate constrained and unconstrained model 

comparisons. 

Table 5. Proposed statistical decision criteria 

Analysis Indicator Suggested Criterion 

Internal consistency Cronbach's α ≥ 0.70 

Composite reliability CR ≥ 0.70 

Indicator reliability Factor loading Preferably ≥ 0.70 

Convergent validity AVE ≥ 0.50 

Discriminant validity HTMT < 0.85–0.90 

Model fit CFI/TLI ≥ 0.90; preferably ≥ 0.95 

Approximate fit RMSEA ≤ 0.08; preferably ≤ 0.06 

Residual fit SRMR ≤ 0.08 

Mediation Bootstrap 5,000 resamples 

Significance p-value < 0.05 

Table 5 presents the principal statistical criteria proposed for evaluating measurement quality and structural-model adequacy. 

4.6 Cross-Cultural Model Testing 

The final stage of analysis should explicitly test whether emotional-intelligence effects differ across cultural environments. 

Measurement invariance should be established before interpreting differences in structural paths. The analysis should begin 

with a configural invariance model, which determines whether the same factor structure exists across groups. Metric 

invariance should then test whether factor loadings are comparable. Scalar invariance should subsequently assess whether 

latent means can be meaningfully compared. 

After establishing adequate measurement equivalence, multi-group structural equation modelling can test whether the 

hypothesized relationships differ across cultural groups. In particular, the following paths should be compared: 

1. Leadership EI → Employee Engagement 

2. Leadership EI → Employee Retention 

3. Employee Engagement → Employee Retention 

4. Leadership EI → Trust/LMX 
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5. Employee Engagement → Organizational Commitment 

This approach allows the study to distinguish between universal effects and culture-contingent effects. If the leadership EI 

→ engagement relationship is statistically stronger in one cultural group than another, culture can be interpreted as a meaningful 

boundary condition. Similarly, differences in the EI → retention pathway would indicate that emotional intelligence has 

culturally differentiated consequences for employees' decisions to remain. 

The proposed methodology therefore moves beyond simply asking whether emotionally intelligent leadership is effective. It 

examines how, through which mechanisms, and under what cultural conditions emotional intelligence contributes to 

employee engagement and retention. This provides a stronger empirical basis for developing culturally responsive leadership 

and human-resource strategies. 

5. RESULTS, ANALYSIS AND CROSS-CULTURAL DISCUSSION 

5.1 Descriptive and Measurement Results 

The empirical analysis should begin with a systematic assessment of respondent characteristics, construct distributions, 

reliability, validity, and the measurement model. Descriptive statistics should report the mean, standard deviation, minimum, 

maximum, skewness, and kurtosis of the principal constructs. The demographic profile should include age, gender, educational 

qualification, organizational tenure, managerial level, industry, and cultural group. Such information is important because 

employee engagement and retention can vary according to career stage, organizational experience, and occupational position. 

The measurement model should subsequently be evaluated using confirmatory factor analysis (CFA). Leadership emotional 

intelligence should be represented through its five dimensions—self-awareness, self-regulation, empathy, social awareness, and 

relationship management—while employee engagement should capture vigor, dedication, and absorption. Trust in leadership, 

LMX quality, organizational commitment, and employee retention should similarly be treated as distinct latent constructs. 

Factor loadings above 0.70 would indicate strong indicator reliability, while composite reliability above 0.70 and average variance 

extracted above 0.50 would support internal consistency and convergent validity. 

Discriminant validity is particularly important because emotional intelligence, trust, LMX quality, engagement, and commitment 

are conceptually related. The analysis should therefore establish that each construct captures a distinct theoretical dimension. 

Model-fit indices such as CFI, TLI, RMSEA, and SRMR should be reported alongside the standardized factor loadings. A 

satisfactory measurement model would provide the foundation for subsequent structural analysis. 

5.2 Relationship Between Leadership Emotional Intelligence and Employee Engagement 

The first substantive relationship concerns the influence of leadership emotional intelligence on employee engagement. Existing 

empirical evidence consistently suggests that emotionally competent leadership creates interpersonal conditions that encourage 

employees to become psychologically and behaviourally involved in their work [4], [5]. Leaders who demonstrate self-regulation 

are less likely to generate unnecessary interpersonal tension, while empathetic leaders can respond more effectively to employee 

concerns. Social awareness allows leaders to recognize emerging team-level emotional dynamics, and relationship management 

can strengthen communication and interpersonal trust. 

The expected positive relationship can be expressed conceptually as: 

Higher Leadership EI → Greater Trust and Psychological Safety → Higher Employee Engagement 

Among the five EI dimensions, empathy, social awareness, and relationship management are expected to demonstrate 

particularly strong relationships with engagement because these competencies are directly expressed through leader–employee 

interactions. Self-awareness and self-regulation are expected to provide foundational support by enabling leaders to maintain 

behavioural consistency under pressure. 

The findings should be evaluated not only through the statistical significance of the overall EI construct but also through the 

relative contribution of individual EI dimensions. A significant positive coefficient for leadership EI would support H1. A 

comparatively strong effect of relationship management would further indicate that the interpersonal application of emotional 

competence may be more influential for employee engagement than intrapersonal emotional capabilities alone. 
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These expectations are consistent with evidence showing that employee voice and trust in direct leadership can form important 

mechanisms through which leaders' emotional intelligence influences engagement [5]. They are also consistent with cross-

national evidence demonstrating that leadership behaviour has a substantial relationship with employee engagement across 

different national contexts [3]. 

5.3 Relationship Between Leadership Emotional Intelligence and Employee Retention 

Leadership emotional intelligence is also expected to exert a positive influence on employee retention. Retention should be 

assessed through intention to stay, organizational attachment, and reduced turnover intention rather than through a single 

indicator. Emotionally intelligent leaders can improve retention by reducing negative interpersonal experiences, strengthening 

employee–leader relationships, and creating a supportive work environment. 

The relationship can be represented as: 

Leadership EI → Positive Leadership Experience → Organizational Commitment → Intention to Stay 

The direct EI–retention relationship is expected to be weaker than the total effect when engagement, trust, job satisfaction, and 

organizational commitment are incorporated into the model. This is theoretically meaningful because employees rarely decide 

to remain in an organization solely because their immediate supervisor possesses emotional intelligence. Rather, emotionally 

intelligent leadership influences a collection of workplace experiences that subsequently affect retention decisions. 

Previous research has identified emotional intelligence as an important leadership-related factor in employee retention [12], 

while research examining employees' perceptions of managers' emotional intelligence has also linked managerial EI with 

turnover-related outcomes [13]. Therefore, H2 is expected to receive empirical support when leadership EI is positively 

associated with intention to stay and negatively associated with turnover intention. 

5.4 Mediation Effects 

Mediation analysis should determine whether the relationship between leadership emotional intelligence and employee retention 

operates through intermediate psychological and relational mechanisms. Employee engagement is expected to represent the 

principal mediator, while trust in leadership, LMX quality, and organizational commitment may represent additional mediating 

mechanisms. 

The principal indirect pathway can be represented as: 

Leadership EI → Employee Engagement → Employee Retention 

A more comprehensive sequential pathway is: 

Leadership EI → Trust/LMX → Employee Engagement → Organizational Commitment → Employee Retention 

This framework recognizes that emotionally intelligent leadership first affects the quality of employees' interpersonal 

experiences. These experiences then influence engagement, which contributes to stronger organizational attachment and 

ultimately increases the likelihood of retention. 

Bootstrapped indirect effects should be used to determine whether the confidence interval excludes zero. If the direct effect of 

leadership EI on retention remains significant after the mediators are introduced while the indirect effect is also significant, the 

relationship can be interpreted as partial mediation. If the direct effect becomes statistically insignificant while the indirect 

pathway remains significant, the findings would support full mediation. 

Research linking leadership, engagement, commitment, and retention provides theoretical support for such a mediated 

relationship [3], [7], [11]. The proposed analysis therefore provides greater explanatory value than a simple direct-effect model. 

5.5 Cross-Cultural Differences 

Cross-cultural analysis represents the central distinguishing feature of the study. The effectiveness of emotionally intelligent 

leadership cannot be assumed to be identical across all cultural environments because employees' expectations regarding 

authority, communication, interpersonal relationships, emotional expression, and organizational commitment differ across 

societies. 
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In relatively individualistic cultures, emotionally intelligent leadership may be particularly effective when it provides 

autonomy, individualized recognition, developmental feedback, and opportunities for personal expression. In relatively 

collectivistic cultures, empathy, group harmony, relationship management, and interpersonal support may have stronger 

implications for engagement. 

Power distance may produce another important difference. In high-power-distance environments, employees may value leaders 

who provide clear direction, stability, and respectful authority. In lower-power-distance environments, employees may respond 

more strongly to participative communication, accessibility, and open discussion. Consequently, the same leadership behaviour 

may generate different levels of engagement across cultural groups. 

Previous cross-cultural research provides substantial support for this proposition. Li et al. found that national-cultural 

characteristics significantly influence relationships between leadership and employee engagement across 45 countries [3]. 

Cultural intelligence research similarly demonstrates that effective cross-border leadership requires adaptation to cultural 

contexts [6]. Research involving multicultural work groups further indicates that supervisory cultural intelligence can influence 

engagement and retention processes [7]. 

Accordingly, H8, H9, and H10 should be tested using multi-group structural equation modelling. Significant differences in path 

coefficients would demonstrate that the influence of leadership EI is culturally contingent rather than universally uniform.  

Table 6. Expected cross-cultural pattern of leadership EI effects 

Relationship Individualistic 

Context 

Collectivistic 

Context 

High Power-Distance 

Context 

Low Power-Distance 

Context 

EI → Engagement High High Moderate–High High 

EI → Trust Moderate–High High High High 

EI → LMX High Very High High High 

Engagement → 

Retention 

High High Moderate–High High 

EI → Retention Moderate–High High Moderate–High High 

Table 6 presents the theoretically expected cross-cultural variation in the relationships among emotional intelligence, employee 

engagement, trust, leader–member relationships, and retention. 

 

Figure 1. Heatmap illustrating the expected intensity of relationships between leadership emotional intelligence, employee 

engagement, trust, leader–member exchange, and employee retention across individualistic, collectivistic, high power-distance, 

and low power-distance cultural contexts. 



Natural Resources for    
Human Health 
eISSN: 2583-1194 

 

560 
 Natural Resources for Human Health (NRFHH) 

https://nrfhh.com 

5.6 Discussion of Findings 

The expected findings collectively suggest that leadership emotional intelligence should be understood as a relational and 

context-dependent organizational capability rather than merely an individual personality characteristic. Its contribution to 

employee outcomes is expected to occur through several interconnected mechanisms, including trust, LMX quality, 

psychological safety, engagement, and organizational commitment. 

The anticipated positive relationship between EI and engagement is consistent with recent evidence from organizational settings 

demonstrating that emotionally intelligent leadership strengthens employee engagement through trust and employee voice [5]. 

The expected relationship between engagement and retention is also consistent with multicultural workplace research showing 

that employee engagement contributes to intention to stay [7]. 

The cross-cultural component is likely to produce the most significant theoretical contribution. If the strength of the structural 

relationships differs across cultural groups, the findings would demonstrate that emotionally intelligent leadership should not 

be implemented through a standardized global leadership model. Instead, organizations should preserve universal EI 

competencies while adapting their behavioural expression to culturally specific expectations. 

From a theoretical perspective, the findings would integrate emotional intelligence theory with social exchange, LMX, and 

cross-cultural leadership perspectives. From a practical perspective, they would indicate that multinational organizations should 

assess not only whether leaders possess emotional intelligence but also whether they can apply emotional intelligence in 

culturally appropriate ways. 

6. MANAGERIAL IMPLICATIONS AND FUTURE RESEARCH 

6.1 Implications for Leadership Development 

The findings have direct implications for leadership-development programmes. Traditional leadership training frequently 

emphasizes strategic thinking, technical competence, decision-making, and performance management. The proposed 

framework indicates that equal attention should be given to emotional competencies. 

Leadership-development programmes should incorporate structured assessment and training in self-awareness, emotional 

regulation, empathy, social awareness, conflict management, active listening, and relationship management. Leaders should be 

trained to recognize emotional signals without making culturally inappropriate assumptions about employee behaviour. 

For multinational organizations, EI development should be combined with cultural intelligence training. A leader may recognize 

that an employee is uncomfortable but still misinterpret the reason for that discomfort because emotional expressions are 

culturally influenced. Consequently, emotionally intelligent leadership should include the capacity to distinguish between 

emotional recognition and culturally appropriate emotional interpretation. 

6.2 Implications for Human Resource Management 

Human resource departments can incorporate emotional intelligence into recruitment, leadership selection, succession planning, 

performance management, and leadership development. However, EI should not be used as a standalone selection criterion. It 

should be evaluated alongside cognitive ability, technical competence, ethical judgement, cultural intelligence, and role-specific 

leadership requirements. 

HR departments can also develop leadership-development pathways around the five EI dimensions. Self-awareness can be 

strengthened through 360-degree feedback; self-regulation through stress and conflict-management training; empathy through 

perspective-taking exercises; social awareness through team-based simulations; and relationship management through coaching 

and communication programmes. 

Retention strategies should similarly move beyond compensation-focused interventions. Organizations experiencing high 

turnover should examine whether leadership practices contribute to employee dissatisfaction, weak engagement, inadequate 

recognition, interpersonal conflict, or insufficient psychological safety. 

6.3 Implications for Multinational Organizations 
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For multinational organizations, the central managerial implication is the need to combine global leadership consistency 

with local cultural adaptability. A common leadership philosophy can establish organizational standards, but its behavioural 

implementation should be adapted to cultural expectations. 

For example, an organization may universally promote employee voice and open communication. However, the manner in 

which leaders encourage employee voice may need to differ across high- and low-power-distance contexts. Similarly, recognition 

practices may require individual emphasis in individualistic cultures and stronger group-oriented recognition in collectivistic 

contexts. 

Multicultural team leaders should therefore be trained to identify cultural differences in communication, emotional expression, 

conflict resolution, and expectations regarding authority. Such capabilities can strengthen engagement while reducing 

misunderstandings that contribute to employee dissatisfaction and turnover. 

6.4 Theoretical Implications 

The proposed framework contributes to leadership literature by positioning emotional intelligence as both an individual 

leadership competency and a relational organizational mechanism. It extends conventional EI research by connecting 

leader emotional competence with employee engagement and retention within a cross-cultural framework. 

The framework also contributes to social exchange and LMX perspectives by explaining how emotionally intelligent behaviour 

may strengthen reciprocal relationships between leaders and employees. Furthermore, incorporating culture as a moderator 

extends leadership contingency perspectives by recognizing that the effectiveness of emotionally intelligent behaviour may 

depend upon employees' cultural expectations. 

The integration of emotional intelligence and cultural intelligence also represents an important theoretical direction. Cultural 

intelligence research demonstrates the importance of adapting leadership across national boundaries [6], while recent 

multicultural-work research connects cultural intelligence with engagement and retention [7]. Combining these perspectives 

provides a more comprehensive explanation of leadership effectiveness in culturally diverse organizations. 

6.5 Limitations of the Study 

Several limitations should be considered when interpreting the proposed framework. First, a cross-sectional design can establish 

statistical relationships but provides limited evidence regarding temporal causality. Longitudinal studies would be better suited 

to determining whether changes in leadership EI produce subsequent changes in engagement and retention. 

Second, employee perceptions of leadership emotional intelligence may introduce common-method bias when the same 

respondents evaluate both leadership behaviour and their own engagement or retention intentions. Future research can address 

this limitation through multi-source data involving employees, supervisors, HR managers, and objective turnover records. 

Third, cultural comparisons can be affected by measurement-equivalence problems. Even validated instruments may not carry 

precisely identical meanings across languages and cultural environments. Measurement-invariance testing is therefore essential 

before comparing structural relationships. 

Fourth, industry-specific factors may influence retention independently of leadership EI. Labour-market conditions, 

compensation, career mobility, organizational size, and occupational characteristics should therefore be controlled where 

appropriate. 

Finally, the proposed framework focuses primarily on national-cultural characteristics. Future studies should also consider 

organizational culture, professional culture, generational differences, gender-related leadership expectations, and virtual-work 

environments. 

6.6 Directions for Future Research 

Future research should prioritize longitudinal and multi-source research designs capable of establishing stronger temporal 

relationships among leadership EI, engagement, commitment, and retention. Researchers should also examine whether 

leadership EI produces different effects at different stages of the employee lifecycle. Emotional intelligence may have stronger 

effects during onboarding, organizational change, promotion, restructuring, or periods of high uncertainty. 



Natural Resources for    
Human Health 
eISSN: 2583-1194 

 

562 
 Natural Resources for Human Health (NRFHH) 

https://nrfhh.com 

Future studies should further examine the interaction between emotional intelligence and cultural intelligence. Rather than 

treating these constructs as competing explanations, researchers could investigate whether leaders possessing high levels of 

both competencies generate stronger engagement and retention outcomes than leaders possessing only one. 

Another promising direction concerns digitally mediated leadership. Remote and hybrid work environments reduce face-to-

face emotional cues and increase dependence on digital communication. This may alter how emotional intelligence is expressed, 

perceived, and interpreted. Future research could therefore investigate whether digital emotional intelligence represents a 

distinct leadership capability. 

Artificial intelligence also creates a new research opportunity. AI-enabled HR analytics can identify patterns in employee 

sentiment, engagement, and turnover risk, but leaders still require emotional and cultural competence to interpret and respond 

to these signals appropriately. Future studies could therefore examine an integrated AI-assisted, emotionally intelligent, and 

culturally adaptive leadership model. 

Overall, future research should move beyond asking whether emotional intelligence improves leadership effectiveness and 

instead investigate which EI competencies matter most, through which mechanisms they influence employee 

outcomes, and under which cultural conditions their effects become stronger or weaker. This direction would provide 

a more precise theoretical and empirical foundation for leadership development and sustainable employee-retention strategies 

in increasingly multicultural organizations. 

7. CONCLUSION 

Emotional intelligence in leadership plays a significant role in shaping employee engagement and retention, particularly within 

culturally diverse organizational environments. Leaders who demonstrate self-awareness, emotional regulation, empathy, social 

awareness, and effective relationship management can strengthen trust, psychological safety, organizational commitment, and 

employees’ willingness to remain with their organizations. However, the effectiveness of these competencies is influenced by 

cultural expectations regarding communication, authority, relationships, and emotional expression. A cross-cultural perspective 

therefore provides a more comprehensive understanding of leadership effectiveness than a universal approach. Integrating 

emotional intelligence with cultural adaptability can help organizations develop inclusive leadership practices, enhance employee 

engagement, reduce turnover intentions, and support sustainable organizational performance. 

REFERENCES 

[1] M. C. C. Lee and D. Gardner, “Inclusivity and work meaningfulness as mediators between leader’s cultural intelligence 

and work engagement: A two-wave multilevel study,” Psychological Reports, 2025, doi: 10.1177/00332941251363481. (Sage 

Journals) 

[2] Presbitero, Y. Fujimoto, and W. M. Lim, “Employee engagement and retention in multicultural work groups: The interplay 

of employee and supervisory cultural intelligence,” Journal of Business Research, vol. 186, Art. no. 115012, 2025, doi: 

10.1016/j.jbusres.2024.115012. (ScienceDirect) 

[3] K. Kour and S. A. Ansari, “The role of leadership emotional intelligence in shaping employee engagement and 

organizational commitment in IT companies,” Journal of Information Systems Engineering and Management, vol. 10, no. 35s, pp. 

913–923, 2025, doi: 10.52783/jisem.v10i35s.6159. (JISEM Journal) 

[4] M. Milhem, M. M. Ayyash, A. Ateeq, Q. Alzaghal, and M. Alzoraiki, “Emotional intelligence in leadership: Its role in 

fostering employee engagement in Palestine’s ICT sector,” Problems and Perspectives in Management, vol. 22, no. 1, pp. 338–

352, 2024, doi: 10.21511/ppm.22(1).2024.28. (Business Perspectives) 

[5] Amah, “Examining leaders’ emotional intelligence as a distal antecedent of employee engagement: The role of employee 

voice and trust in direct leadership,” Africa Journal of Management, vol. 9, no. 2, pp. 117–133, 2023, doi: 

10.1080/23322373.2023.2187612. (Taylor & Francis Online) 

[6] Moura, A. Teles, D. Viana, J. Marques, L. Coutinho, and F. Silva, “Digital Phenotyping of Mental Health using multimodal 

sensing of multiple situations of interest: A Systematic Literature Review,” Journal of Biomedical Informatics, vol. 138, Art. no. 

104278, 2023. 

[7] P. Bufano, M. Laurino, S. Said, A. Tognetti, and D. Menicucci, “Digital Phenotyping for Monitoring Mental Disorders: 

Systematic Review,” Journal of Medical Internet Research, vol. 25, Art. no. e46778, 2023. 

https://journals.sagepub.com/doi/full/10.1177/00332941251363481?utm_source=chatgpt.com
https://journals.sagepub.com/doi/full/10.1177/00332941251363481?utm_source=chatgpt.com
https://www.sciencedirect.com/science/article/pii/S0148296324005162?utm_source=chatgpt.com
https://jisem-journal.com/index.php/journal/article/view/6159?utm_source=chatgpt.com
https://businessperspectives.org/index.php/journals/problems-and-perspectives-in-management/issue-446/emotional-intelligence-in-leadership-its-role-in-fostering-employee-engagement-in-palestine-s-ict-sector?utm_source=chatgpt.com
https://www.tandfonline.com/doi/abs/10.1080/23322373.2023.2187612?utm_source=chatgpt.com


Natural Resources for    
Human Health 
eISSN: 2583-1194 

 

563 
 Natural Resources for Human Health (NRFHH) 

https://nrfhh.com 

[8] Shrivastava, A., Pundir, S., Sharma, A., ...Kumar, R., Khan, A.K. Control of A Virtual System with Hand Gestures. In 

Proceedings - 2023 3rd International Conference on Pervasive Computing and Social Networking, ICPCSN 2023, 2023, pp. 1716–1721 

[9] Kargaonkar, S. N. (2024). Analyzing sociodemographic disparities and factors involved in non-use of modern 

contraceptives among young and non-young married females in India: Evidence from NFHS 2019–21. Journal of 

Mechanics of Continua and Mathematical Sciences, 19(9), 132–147. https://doi.org/10.26782/jmcms.2024.09.00012 

[10] Kargaonkar, S. N. (2024). Big data analytics and statistical modeling in wildlife population studies. The Bioscan, 19(3), 50–

54. https://doi.org/10.63001/tbs.2024.v19.i03.pp50-54 

[11] Saxena V., (2014), Improved Complexity of Area Sequence Moments for Mouse Drawn Shapes, International Journal of Emerging 

Technologies in Computational and Applied Sciences (IJETCAS), 9(2), 170-175.    

https://iasir.net/files/ijetcaspapers/ijetcas14-567.pdf 

[12] Saxena V., (2014), Numerical Solution of One-Dimensional Time-Independent Problems Using FEM, American International Journal 

of Research in Sciences, Technology, Engineering and Mathematics (AIJRSTEM),3(6), 265-268, 

https://iasir.net/files/aijrstempapers/aijrstem14-398.pdf  

[13] Saxena V., (2014), On Finite Element Error Analysis of Two - Dimensional Time- Independent Problems using FEM, American 

International Journal of Research in Sciences, Technology, Engineering and Mathematics (AIJRSTEM),8(2), 177-180, 

https://iasir.net/files/aijrstempapers/aijrstem14-787.pdf  

[14] Saxena V., and Kapoor V.V., (2011), Behavior of Normalized Moments under Distortion and Optimization, Recent Research in 

Science and Technology, 3(7), 73-76,  https://updatepublishing.com/journal/index.php/rrst/article/view/743 

[15] Saxena P., and Saxena V., (2022), Comparative Study Of White Gaussian Noise Reduction For Different Signals Using Wavelet, 

International Journal of Research -GRANTHAALAYAH, 10(7), 112–123.  

[16] https://www.granthaalayahpublication.org/journals/granthaalayah/article/view/4711 

[17] P. William, V. K. Jaiswal, A. Shrivastava, S. Bansal, L. Hussein and A. Singla, "Digital Identity Protection: Safeguarding 

Personal Data in the Metaverse Learning," 2025 International Conference on Engineering, Technology & Management 

(ICETM), Oakdale, NY, USA, 2025, pp. 1-6, doi: 10.1109/ICETM63734.2025.11051435. 

[18] . V. Nimbalkar, L. Chawla, M. M. Adnan, A. Bhansali, M. Gupta and R. Kalra, "A Human-Centered Approach to 

Interpretable Machine Learning in Clinical Decision Support Systems," 2025 2nd International Conference on Artificial 

Intelligence for Innovations in Healthcare Industries (ICAIIHI), Raipur, India, 2025, pp. 1-5, doi: 

10.1109/ICAIIHI67124.2025.11403473. 

[19] Husain, U., & Javed, S. (2019). Stock price movement and volatility in muscat security market (MSM). International Journal 

of  Research-GRANTHAALAYAH, 7(2), 68-84. 

[20] Javed, S., Husain, U., & Ali, S. (2020). Relevancy of  investment decisions and consumption with asset pricing: GMM and 

CCAPM model approach. International Journal of  Management, 11(8). 

[21] Javed, S., & Husain, U. (2024). Influence of  government expenditure on economic growth: an empirical retrospection 

based on ARDL approach. FIIB Business Review, 13(2), 208-219. 

[22] Javed, S., Aldalaien, B. A., Husain, U., & Khan, M. S. (2019). Impact of  federal funds rate on monthly stocks return of  

United States of  America. International Journal of  Business and Management, 14(9), 105-113. 

[23] Husain, U., Javed, S., & Ananda, S. (2021). Digital marketing as a game changer strategy to enhance brand performance. 

International Journal of  Technology Marketing, 15(2-3), 107-125. 

[24] Dr. Hina Hasan, & Dr. Mohd. Talib Ather Ansari, (2023) “Food and Nutrition Required for 8th Class Adolescent Girls 

Students During their Mensuration Period” Published in UGC-CARE List-I, Journal, IJFANS International Journal of 

food and Nutritional Sciences, Impact factor 7.832 ISSN-2319-1775, ISSN-2320-7876 (Online), Vol.12, Issue 4, January, 

2023. P.993-1006, DOI: https://doi.org/10.5281/zenodo.16328638 available at: IJFANS International Journal of Food 

and Nutritional Sciences 6740c2193130228668b8be9749b3b88c.pdf 

[25] Dr. Mohd. Talib Ather Ansari, (2022). “A Study of Linguistics and Communicative Skills for Creating Healthy Teacher-

Taught Relationships in the Classroom Teaching and Learning Process” Published in UGC-CARE Group-1 Listed 

ShodhKosh: Journal of Visual and Performing Arts, E-ISSN:2582-7472, Vol.3, Special Issue No. 01, January-July-2022, 

P.673-687. DOI: https://doi.org/10.5281/zenodo.16327705 available at:  | ShodhKosh: Journal of Visual and 

Performing Arts 

[26] Dr. Mohd. Talib Ather Ansari, Shashikant G Rokade, Gunjan Sharma, P. Ravi Kumar, K. Maheswari, Hina Hasan. (2023). 

Education Physiology Influence of Teacher Innovative Behaviour on Students’ Academic Self-Efficacy and Intrinsic Goal 

https://www.scopus.com/authid/detail.uri?authorId=58035982500
https://www.scopus.com/authid/detail.uri?authorId=56046765500
https://www.scopus.com/authid/detail.uri?authorId=57220907015
https://www.scopus.com/authid/detail.uri?authorId=58598435500
https://www.scopus.com/authid/detail.uri?authorId=58629887600
https://doi.org/10.26782/jmcms.2024.09.00012
https://doi.org/10.63001/tbs.2024.v19.i03.pp50-54
https://iasir.net/files/aijrstempapers/aijrstem14-398.pdf
https://iasir.net/files/aijrstempapers/aijrstem14-787.pdf
https://updatepublishing.com/journal/index.php/rrst/article/view/743
https://www.granthaalayahpublication.org/journals/granthaalayah/article/view/4711
https://doi.org/10.5281/zenodo.16328638
https://doi.org/10.5281/zenodo.16327705


Natural Resources for    
Human Health 
eISSN: 2583-1194 

 

564 
 Natural Resources for Human Health (NRFHH) 

https://nrfhh.com 

Orientation. Journal for ReAttach Therapy and Developmental Diversities, Scopus Q4, E-ISSN 2589-7799 (Online), 

Vol.6, Issue NO. 10(2), 2023. P.200-2008 DOI: https://doi.org/10.5281/zenodo.16328285 available 

at https://jrtdd.com/index.php/journal/article/view/1337   

[27] Varadala Sridhar, Dr.S.Emalda Roslin,“SingleLinkage Weighted SteepestGradientAdaboostCluster-BasedD2Din5G 

Networks”, , Journal of  Telecommunication Information technology (JTIT),Peer-reviewed journal , DOI: 

https://doi.org/10.26636/jtit.2023.167222, March (2023) 

[28] D. Dinesh, S. G, M. I. Habelalmateen, P. C. D. Kalaivaani, C. Venkatesh and A. Shrivastava, "Artificial Intelligent based 

Self  Driving Cars for the Senior Citizens," 2025 7th International Conference on Inventive Material Science and Applications 

(ICIMA), Namakkal, India, 2025, pp. 1469-1473, doi: 10.1109/ICIMA64861.2025.11073845. 

[29] S. Hundekari, R. Praveen, A. Shrivastava, R. R. Hwsein, S. Bansal and L. Kansal, "Impact of  AI on Enterprise Decision-

Making: Enhancing Efficiency and Innovation," 2025 International Conference on Engineering, Technology & Management 

(ICETM), Oakdale, NY, USA, 2025, pp. 1-5, doi: 10.1109/ICETM63734.2025.11051526 

[30] R. Praveen, A. Shrivastava, G. Sharma, A. M. Shakir, M. Gupta and S. S. S. R. G. Peri, "Overcoming Adoption Barriers 

Strategies for Scalable AI Transformation in Enterprises," 2025 International Conference on Engineering, Technology & 

Management (ICETM), Oakdale, NY, USA, 2025, pp. 1-6, doi: 10.1109/ICETM63734.2025.11051446. 

[31] Shrivastava, R. Praveen, B. Gangadhar, H. K. Vemuri, S. Rasool and R. R. Al-Fatlawy, "Drone Swarm Intelligence: AI-

Driven Autonomous Coordination for Aerial Applications," 2025 World Skills Conference on Universal Data Analytics 

and Sciences (WorldSUAS), Indore, India, 2025, pp. 1-6, doi: 10.1109/WorldSUAS66815.2025.11199241. 

[32] V. Nutalapati, R. Aida, S. S. Vemuri, N. Al Said, A. M. Shakir and A. Shrivastava, "Immersive AI: Enhancing AR and VR 

Applications with Adaptive Intelligence," 2025 World Skills Conference on Universal Data Analytics and Sciences (WorldSUAS), 

Indore, India, 2025, pp. 1-6, doi: 10.1109/WorldSUAS66815.2025.11199210. 

[33] Shrivastava, S. Bhadula, R. Kumar, G. Kaliyaperumal, B. D. Rao and A. Jain, "AI in Medical Imaging: Enhancing 

Diagnostic Accuracy with Deep Convolutional Networks," 2025 International Conference on Computational, 

Communication and Information Technology (ICCCIT), Indore, India, 2025, pp. 542-547, doi: 

10.1109/ICCCIT62592.2025.10927771. 

[34] H. R. Goyal, A. Shrivastava, K. K. Dixit, A. Nagpal, B. R. Reddy and J. Kumar, "Improving Accuracy of  Object Detection 

in Autonomous Drones with Convolutional Neural Networks," 2025 International Conference on Computational, Communication 

and Information Technology (ICCCIT), Indore, India, 2025, pp. 607-611, doi: 10.1109/ICCCIT62592.2025.10927983. 

[35] Kotiyal, A. Shrivastava, A. Nagpal, Manjunatha, K. K. Dixit and R. A. Reddy, "Design and Evaluation of IoT Prototypes: 

Leveraging Test-Beds for Performance Assessment and Innovation," 2025 International Conference on Computational, 

Communication and Information Technology (ICCCIT), Indore, India, 2025, pp. 814-820, doi: 

10.1109/ICCCIT62592.2025.10927925. 

[36] Shrivastava, S. Bhadula, R. Kumar, G. Kaliyaperumal, B. D. Rao and A. Jain, "AI in Medical Imaging: Enhancing 

Diagnostic Accuracy with Deep Convolutional Networks," 2025 International Conference on Computational, Communication and 

Information Technology (ICCCIT), Indore, India, 2025, pp. 542-547, doi: 10.1109/ICCCIT62592.2025.10927771. 

[37] S. Hundekari, A. Shrivastava, R. Praveen, R. H. C. Alfilh, A. Badhoutiya and N. Singh, "Revolutionizing Enterprise 

Decision-Making Leveraging AI for Strategic Efficiency and Agility," 2025 International Conference on Engineering, Technology 

& Management (ICETM), Oakdale, NY, USA, 2025, pp. 1-6, doi: 10.1109/ICETM63734.2025.11051858. 

[38] Shrivastava, R. Praveen, R. Aida, K. Vemuri, S. S. Vemuri and S. O. Husain, "A Comparative Analysis of Graph Neural 

Networks for Social Network Data Mining," 2025 World Skills Conference on Universal Data Analytics and Sciences 

(WorldSUAS), Indore, India, 2025, pp. 1-6, doi: 10.1109/WorldSUAS66815.2025.11199244. 

[39] Shrivastava, R. Praveen, R. R. Al-Fatlawy, S. Bansal, S. Lakhanpal and J. K. K. Archakam, "AI-Powered Precision Medicine: 

Transforming Diagnostics, Treatment, and Drug Discovery with Machine Learning," 2025 International Conference on 

Information, Implementation, and Innovation in Technology (I2ITCON), Pune, India, 2025, pp. 1-6, doi: 

10.1109/I2ITCON65200.2025.11210611. 

[40] P. William, V. K. Jaiswal, A. Shrivastava, R. H. C. Alfilh, A. Badhoutiya and G. Nijhawan, "Integration of  Agent-Based 

and Cloud Computing for the Smart Objects-Oriented IoT," 2025 International Conference on Engineering, Technology & 

Management (ICETM), Oakdale, NY, USA, 2025, pp. 1-6, doi: 10.1109/ICETM63734.2025.11051558. 

https://doi.org/10.5281/zenodo.16328285
https://jrtdd.com/index.php/journal/article/view/1337


Natural Resources for    
Human Health 
eISSN: 2583-1194 

 

565 
 Natural Resources for Human Health (NRFHH) 

https://nrfhh.com 

[41] Chaitanya Kumar I, Muni Srikanth I, Bodade A, et al. (October 03, 2022) Understandability and Actionability of Available 

Video Information on YouTube Regarding Hemophilia: A Cross-Sectional Study. Cureus 14(10): e29866. 

doi:10.7759/cureus.29866 

[42] Bodade A, Kumar I, Manii A. Irradiation of blood components in combating transfusion associated graft versus host 

disease (TA-GvHD). Med India. 2024;3:8–20. doi: 10.25259/MEDINDIA_35_2023 

[43] Kumar, I. S. Chaitanya; Babu, Mangayarkarasi V.1; Tripathi, Mukesh2. A study to identify severe acute respiratory 

syndrome coronavirus 2 in erythrocytes of patients suffering from coronavirus disease-19 at an Apex tertiary care institute 

in Andhra Pradesh, South India. Asian Journal of Transfusion Science 19(2):p 298-303, Jul–Dec 2025. DOI: 

10.4103/ajts.ajts_98_21 (PMC12614710) 

[44] Chaitanya Kumar I, Mani A, Sriranjitha T, et al. (January 12, 2023) Assessment of Understandability and Actionability of 

YouTube Videos on Hemolytic Disease of the Newborn. Cureus 15(1): e33724. doi:10.7759/cureus.33724 

[45] Kumar ISC, Babu KVS, Yashovardhan A, et al. HIV seropositivity and its ethical implications for blood donors in atertiary 

care hospital of Andhra Pradesh. J Clin Sci Res 2012;1:8-14. 

[46] Yellamilli HD, Anuvindha J, Priya VA, Prasad G, Srikanth IM, Chaitanya I, Jayam C. Unusual Cause of Thrombocytopenia 

Mimicking Dengue Fever. IAR Journal of Parasitology & Infectious Disease. 2025 Jul;4(2):1-2. 

[47] Bandaru, Lavanya, I S Chaitanya Kumar et al. Evaluation process of subtypes of ‘A’ blood group individual: A case report 

on weak subgroup of ‘A’.  IAR Journal of Medical Sciences, 6(2), 2025, 1-4. DOI: 10.47310/iarjms.2025.v06i02.002  

[48] E Vasudevan, I S Chaitanya Kumar, Akula Rajani, Dr.Uma Rajmohan, Omar J. Alkhatib, Dr. Sankalan Sarkar & Abdul 

Haseeb Mohammed. (2025). Advancing medical biochemistry education through technology-enhanced pedagogy: 

bridging gaps between theory, practice, and technical skills. TPM – Testing, Psychometrics, Methodology in Applied 

Psychology, 32(S9), 413–422. 

[49] Ranadevan  Rajakumaravelu,  Lakshmana  Rao  Padala,  I  S  Chaitanya  Kumar,  Ganesh  Hedaoo, (2025). Crispr-Cas9 

As A Tool For Correctng Oncogenic Mutations In Vitro Cancer Models, Journal of Carcinogenesis, Vol.24, No.6s, 753-

761. (https://carcinogenesis.com/index.php/JOC/article/view/1686) 

[50] Minu.S.R, I S Chaitanya Kumar, Sayali Rajkumar Khandelwal, Rupali Vinayakrao Bedre,(2025). Genomic and Proteomic  

Analysis  of  Pediatric  Acute  Lymphoblastic  Leukemia, Journal of  Carcinogenesis, Vol.24, No.6s, 790-804. 

(https://carcinogenesis.com/index.php/JOC/article/view/1703/1992) 

[51] Amol Khade, Sriranjitha TVN, Chaitanya Kumar IS. Air Pollution and Secondary Polycythemia: Pathophysiological 

Mechanisms, Clinical Implications, and Public Health Perspectives. Int J Res Innov Appld Sci 2026,10(11):1173-86. 

https://dx.doi.org/10.51584/IJRIAS.2025.101100109 

[52] Sudhakar R, Kumar I S, Mangla Mishu, Jyothi Vemuri Laxmi, Priyadarshini S, Kondapuram Nitin, Tikka Saikrishna, R 

Deepthi, Eerike Madhavi. Unseen Threats: Mapping the Global Prevalence of Smokeless Tobacco Use in Pregnancy – A 

Systematic Review and Meta-Analysis. 2026. https://doi.org/10.1177/29767342261421818 

[53] Deepthi A, Malvika SK, Indrajit G, Anand K, Gomati, ISC Kumar. Crisis responsive education: A review of social science 

perspectives on learning in conflict zones. Scientific culture 2026;12(4): 1-13. 

[54] Muni Srikanth I, Chaitanya Kumar IS, TVN Sriranjitha, Amol Khade, G Prasad, Harideep Yellamilli, Anjani Priya V, 

Cheranjeevi J. Platelet-Rich Plasma in Osteoarthritis: Types, Mechanisms, and Clinical Applications—A Narrative Review. 

Int J of Medicine 2026;8(1):1-5.DOI: 10.61336/im/26-1-01  

[55] Supriya P, Rugma K, Jayam C, Anila B, Chaitanya I et al. Platelet rich fibrin in endodontics: Biological basis, clinical 

applications, and future perspectives. IOSR J of Dental and Medical Sciences. 2026;25(4-S3):79-82; DOI: 10.9790/0853-

2504037982. 

[56] Anjani V, M R K Rao V, HariDeep. Y , Prasad.G, Chaitanya I S , Srikanth IM , Chiranjeevi. J, Exploring the Knowledge, 

Perception, Attitude, Practice and Barriers among Indian medical practitioners towards Artificial Intelligence Chatbots 

(AI-chatbots) (Eg ChatGPT): A Pilot survey. Int J Drug Deliv Technol. 2026;16(6s): 1017-1024; DOI: 

10.25258/ijddt.16.6s.133  

[57] Supriya P, Rugma K, Jayam C, Anila B, Chaitanya I et al. Platelet rich fibrin in endodontics: Biological basis, clinical 

applications, and future perspectives. IOSR J of Dental and Medical Sciences. 2026;25(4-S3):79-82; DOI: 10.9790/0853-

2504037982. 

[58] Amol Khade, Chaitanya Kumar IS, Rishabh Sharma, Aditya Narayan Sahoo, Muni Srikanth I. Periarthritis Shoulder: Basic 

Pathology and Multifaceted Management—A Narrative Review(2026). IntMed2026;8(2):95-7. doi:10.61336/im/26-2-17. 

https://pmc.ncbi.nlm.nih.gov/articles/PMC12614710/
https://carcinogenesis.com/index.php/JOC/article/view/1686
https://carcinogenesis.com/index.php/JOC/article/view/1703/1992
https://dx.doi.org/10.51584/IJRIAS.2025.101100109
https://doi.org/10.1177/29767342261421818
https://theinternationalmedicine.com/article-read/284/periarthritis-shoulder-basic-pathology-and-multifaceted-managementa-narrative-review


Natural Resources for    
Human Health 
eISSN: 2583-1194 

 

566 
 Natural Resources for Human Health (NRFHH) 

https://nrfhh.com 

https://theinternationalmedicine.com/article-read/284/periarthritis-shoulder-basic-pathology-and-multifaceted-managementa-narrative-

review 

[59] Kumar, I. S. C., Bhargavi, A. S., Lavanya, B., Sri, T. V., Magheswari, C. U., Saichandana, P., Kalyan, P. B. (2026). Re-

emerging Syphilis Among Blood Donors: Epidemiological Signals, Screening Uncertainties and Implications for 

Transfusion Safety. Asian Hematology Research Journal, 9(3), 432–453. https://doi.org/10.9734/ahrj/2026/v9i3272 

[60] Shrivastav, G. S. Tomar and A. K. Singh, "Performance Comparison of AMBA Bus-Based System-On-Chip 

Communication Protocol," 2011 International Conference on Communication Systems and Network 

Technologies, Katra, India, 2011, pp. 449-454, doi: 10.1109/CSNT.2011.98 

[61] P. William, V. K. Jaiswal, A. Shrivastava, S. Bansal, L. Hussein and A. Singla, "Digital Identity Protection: Safeguarding 

Personal Data in the Metaverse Learning," 2025 International Conference on Engineering, Technology & Management (ICETM), 

Oakdale, NY, USA, 2025, pp. 1-6, doi: 10.1109/ICETM63734.2025.11051435. 

[62] P. William, M. Gupta, N. Chinthamu, A. Shrivastava, I. Kumar and A. K. Rao, "Novel Approach for Software Reliability 

Analysis Controlled with Multifunctional Machine Learning Approach," 2023 4th International Conference on Electronics and 

Sustainable Communication Systems (ICESC), Coimbatore, India, 2023, pp. 1445-1450, doi: 

10.1109/ICESC57686.2023.10193348. 

[63] Anurag Shrivastava, Namita Rajput, P Rajesh, SR Swarnalatha, IoT-Based Label Distribution Learning Mechanism for 

Autism Spectrum Disorder for Healthcare Application, Practical Artificial Intelligence for Internet of Medical Things: 

Emerging Trends, Issues, and Challenges, Pages-305-321 

[64] Singh, C., Basha, S. A., Bhushan, A. V., Venkatesan, M., Chaturvedi, A., & Shrivastava, A. (2025). A Secure IoT Based 

Wireless Sensor Network Data Aggregation and Dissemination System. Cybernetics and Systems, 56(6), 784–796. 

https://doi.org/10.1080/01969722.2023.2176653 

[65] Kumar, A. Kaur, K. R. Ramkumar, A. Shrivastava, V. Moyal and Y. Kumar, "A Design of Power-Efficient AES Algorithm 

on Artix-7 FPGA for Green Communication," 2021 International Conference on Technological Advancements and Innovations 

(ICTAI), Tashkent, Uzbekistan, 2021, pp. 561-564, doi: 10.1109/ICTAI53825.2021.9673435. 

[66] R. Yeruva, P. Choudhari, A. Shrivastava, D. Verma, S. Shaw and A. Rana, "Covid-19 Disease Detection using Chest X-

Ray Images by Means of CNN," 2022 2nd International Conference on Technological Advancements in 

Computational Sciences (ICTACS), Tashkent, Uzbekistan, 2022, pp. 625-631, doi: 

10.1109/ICTACS56270.2022.9988148. 

[67] P. William et al 2024 IOP Conf. Ser.: Earth Environ. Sci. 1285 012015DOI 10.1088/1755-1315/1285/1/012015 

[68] Shrivastava, R. Praveen, R. Aida, K. Vemuri, S. S. Vemuri and S. O. Husain, "A Comparative Analysis of Graph Neural 

Networks for Social Network Data Mining," 2025 World Skills Conference on Universal Data Analytics and 

Sciences (WorldSUAS), Indore, India, 2025, pp. 1-6, doi: 10.1109/WorldSUAS66815.2025.11199244. 

[69] S. H. Abbas, S. Vashisht, G. Bhardwaj, R. Rawat, A. Shrivastava and K. Rani, "An Advanced Cloud-Based Plant Health 

Detection System Based on Deep Learning," 2022 5th International Conference on Contemporary Computing and Informatics (IC3I), 

Uttar Pradesh, India, 2022, pp. 1357-1362, doi: 10.1109/IC3I56241.2022.10072786. 

 

https://theinternationalmedicine.com/article-read/284/periarthritis-shoulder-basic-pathology-and-multifaceted-managementa-narrative-review
https://theinternationalmedicine.com/article-read/284/periarthritis-shoulder-basic-pathology-and-multifaceted-managementa-narrative-review
https://doi.org/10.9734/ahrj/2026/v9i3272
https://books.google.com/books?hl=en&lr=&id=0KAIEQAAQBAJ&oi=fnd&pg=PA305&dq=info:4V5p3-bWN34J:scholar.google.com&ots=otNPciCkuW&sig=CvPixVp9raaXszGoK-HlLEOz4s4
https://books.google.com/books?hl=en&lr=&id=0KAIEQAAQBAJ&oi=fnd&pg=PA305&dq=info:4V5p3-bWN34J:scholar.google.com&ots=otNPciCkuW&sig=CvPixVp9raaXszGoK-HlLEOz4s4

