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ABSTRACT: Emotional intelligence has increasingly emerged as a critical leadership
competency for managing employee telationships, 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.

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 throu: eir interactions with supervisors and managers. Consequen
ployees frequently interpret org; tional practices through th teracti th sup d gers. C quently,
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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, cthical, 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 particulatly 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 tesources,
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 ef a/. 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 ef a/ 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]. Similatly, 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 ef a/ 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 ez 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 El-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 requites 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 cnables 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 particulatly 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 | Expected Outcome
Perception
Self-awareness Recognizes personal emotions and | Leader appears reflective and | Greater trust
biases consistent
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Self-regulation Controls emotional reactions Greater psychological safety | Lower interpersonal
conflict

Empathy Understands employee perspectives Employee feels valued and | Higher engagement
understood

Social awareness Recognizes team emotional dynamics | Greater interpersonal | Stronger collaboration
sensitivity

Relationship Builds communication and | Stronger  leader—employee | Higher commitment and

management constructive relationships connection 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 High-Intensity Expected EI Leadership | Expected Employee

Dimension Context Requirement Response

Individualism Strong personal | Individualized recognition and | Engagement through personal
autonomy autonomy empowerment

Collectivism Strong group orientation | Empathy, harmony and relationship | Engagement through

management belonging

Power Distance Strong hierarchical | Respectful authority and culturally | Trust through predictable
acceptance appropriate communication leadership

Uncertainty Strong preference for | Emotional  stability = and clear | Reduced anxiety and stronger

Avoidance predictability communication commitment

Long-Term Greater future | Development-focused and  patient | Stronger long-term attachment

Orientation orientation leadership

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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HS5: 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.

HS8: 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 | Role
Focus
Leadership EI Self-awareness, self-regulation, empathy, social | Perceived leader emotional | Independent
awareness, relationship management competence variable
Employee Vigor, dedication, absorption Energy and psychological | Mediator
Engagement involvement
Trust in Leadership Reliability, integrity, support Confidence in immediate | Mediator
leader
LMX Quality Respect, contribution, loyalty, professional regard | Quality of leader— | Mediator
employee relationship
Organizational Affective and continuance attachment Employee attachment to | Mediator
Commitment organization
Employee Retention | Intention to stay, reduced turnover intention Willingness to remain Dependent
variable
Cultural Context Individualism, collectivism, power distance, | Cultural orientation Moderator

uncertainty avoidance, long-term orientation

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'so | = 0.70
Composite reliability | CR = 0.70

Indicator reliability

Factor loading

Preferably = 0.70

Convergent validity | AVE = 0.50

Disctiminant validity | HTMT < 0.85-0.90

Model fit CFI/TLI 2 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:

—_

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 CFIL, 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 El-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 particulatly 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 e 4/ 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 El is culturally contingent rather than universally uniform.

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

Relationship Individualistic Collectivistic High Power-Distance | Low Power-Distance
Context Context Context Context

EI — Engagement High High Moderate—High High

EI — Trust Moderate—High High High High

EI — LMX High Very High High High

Engagement — | High High Moderate—High High

Retention

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.

Cross-Cultural Pattern of Leadership Emotional Intelligence Effects
Very High

El - Engagement

El = Trust

El = LMX High

Expected Relationship
Expected Effect Intensity (1-5)

Engagement — Retention
Moderate-High

El -+ Retention

Moderate

e e SeXiC
st \\ecx'wﬁ“
e8]
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o™ @™
\nﬂ"‘“du vnﬂﬂ’o\s o

n
e

Cultural Context
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.
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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 El

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

560
Natural Resources for Human Health (NRFHH)

https://nrfhh.com



Natural Resources for
Human Health
elSSN: 2583-1194

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. Similatly, 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 carr
> Y q ¥ y
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.
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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. Al-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 Al-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, particulatly 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.
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