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Abstract

Work in the production and manufacturing sector is characterized by
following strict procedures, meeting norms and targets, upholding standards,
and producing results and products that are entering the market. Considering
these characteristics, leading people and teams in this context may pose a
challenge, especially if the leaders are not aware of their emotional
intelligence or, are lacking crucial social skills, thus reflecting and embedding
various norms in the organizational culture. Experts have been researching
organizational cultures, as well as the relationship between leadership styles
and emotional intelligence, building knowledge on findings, usually following
Dr. Goleman’s scholarly work. Thus, the focus of the research in this
manuscript is directed toward exploiting empirical data to explore specific
leadership styles in relation to emotional intelligence within a specific
organizational context- the manufacturing sector. Drawing insights from 125
respondents, this research utilizes a questionnaire designed with validated
research instruments. Findings reveal a strong overall correlation value
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between leadership styles and emotional intelligence competencies, especially
emphasizing the link to transformational styles. The results reveal an
interesting combination of leadership styles and emotional intelligence
competencies. Namely, the commanding and visionary leadership styles
emerge as the most prevalent styles, and empathy and conflict management as
the only emotional intelligence competencies with an above-average value.
The least mastered EI competence in the production sector is the emotional
self-control, opening a field of opportunities for development and
improvement. Overall, this research reaffirms the link between leadership and
emotional intelligence.

Key words: production; leadership, emotional intelligence; style;
relationship.

1. Introduction

The strong relationship between leadership and organizational culture
is pretty dynamic. Hence the potential of leadership is recognized in terms that
it serves as a mechanism mediating between the forces of stability and the
forces of change (Tushman, Romanelli, 1985), highlighting that leaders'
decisions impact the outcomes manifested in reality. Literature underscores
leaders' role in both "creating” and "maintaining” specific types of
organizational culture (Kavanagh and Ashkanasy, 2006, Schein, 2004),
suggesting their capacity to foster a culture where employees can generate,
implement, and actualize new ideas and processes (Hogan, Coote, 2013).
Furthermore, leadership literature suggests that comprehending and operating
within a specific culture is a prerequisite for leadership effectiveness (Bass,
Avolio, 1993) (Nguyen, Mohamed, 2010). Whereas Hosseini et al. (2020)
assessed organizational culture across four dimensions: involvement,
consistency, adaptability, and mission. They discovered that both leadership
style and organizational learning significantly influence organizational
culture.

Traditionally, the science about leadership has been linking the term
“leadership” with a myriad of other organizational and psychological
phenomena, such as emotional intelligence (Goleman, 2000), organizational
commitment (Glazer et al. 2004) (Ipek, 2010), traits (Stogdill, 1974),
effectiveness (1948) and many similar. Starting from Stogdill’s (1948, 1974)
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researches, who spearheaded the science about leadership, and has laid the
groundwork for research on leadership traits, it has been discovered that
leadership effectiveness and different leadership practices alter, depending on
the different leadership behaviors. As the findings about transformational and
transactional leadership emerged (Bass, Avolio, 1990), the emphasis on
inspiration and motivation has been leveraged as a leadership trend.
Nowadays, researches such as the ones by George (2004, 2016) have
contributed to the growing interest in authentic leadership, with a focus on
emotional intelligence, proposing a variable through which the leaders’
effectiveness may be measured (Palmer, Burgess & Stough, 2001). Namely,
research on emotional intelligence indicates that successful leaders were those
who had higher levels of emotional intelligence - coped with workplace
pressure, were calm, confident and predictable in moments of crisis (McCall
& Lombardo, 1983a) (Yukl, 2010).

The discussion of leadership being strongly influenced by emotional
intelligence has been suggested in the 90’ties by Daniel Goleman. Coherently,
emotional intelligence, along with other leadership attributes, is recognized as
a crucial component of effective leadership (Rosete & Chiarrochi, 2005; Y ukl,
2010). It serves not only as a criterion for identifying potentially successful
leaders but also as a tool for honing effective leadership skills across various
industries (Palmer, Burgess & Stough, 2001). Studies suggest that leaders with
higher emotional intelligence levels exhibit better coping mechanisms under
workplace pressure, demonstrating traits like composure, confidence, and
predictability during crises (McCall & Lombardo, 1983a; Yukl, 2010). So,
understanding leadership is strongly related to understanding emotional
intelligence and in that sense, it is strongly converted into research efforts.

This paper delves into the relationship between leadership and
emotional intelligence, focusing on how emotional intelligence influences
leadership styles within organizations. Specifically, it examines this dynamic
within the production sector of the Republic of North Macedonia. The research
question at the forefront is: "How do elements of emotional intelligence shape
leadership styles within organizational contexts?". The need of such research
is found in the research gap made by the two variables (leadership and
emotional intelligence), put into the context defined by the production sector
in the Republic of North Macedonia. Recognizing this opportunity, the paper
investigates emotional intelligence competences, leadership theories, and
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resulting leadership styles, basing the research model on traditional, as well
as, on modern findings in the field of leadership. It also empirically examines
the correlation between emotional intelligence elements and various
leadership styles through a scientific approach (dissemination of a
questionnaire), by employing a statistical tools for interpreting the results. The
study formulates one primary and three secondary hypotheses, which are
discussed in subsequent sections alongside relevant theoretical foundations.
The manuscript has been garnering significant interest in the manufacturing
sector, which is traditionally entrenched. Consequently, the results tend to
reflect a more conventional perspective on leadership and emotional
intelligence.

2. Emotional intelligence-based leadership

Emotional intelligence has long been a research focus for scholars in
the organizational sciences, producing valuable insights and knowledge, both
for the business and academic community. The main value that comes from
these insights starts to emerge when, emotional intelligence starts to be linked
with leadership, especially leadership effectiveness (Rosete, Ciarrochi, 2005)
(Yukl, 2010), even with the possibility for people with higher emotional
competence skills to emerge as leaders (Coté, Lopez, Salovey, Miners, 2010).
One famous explanation of the reason why people with higher EQ emerge as
leaders is that they are more empathetic and able to perceive the emotions of
others (Olawoyin, 2018). Considering insights similar to these, people have
learned that emotional intelligence can be learned, and EI skills can be
mastered through time and effort, making EI to grow into a multimillion-dollar
training industry (Kunnanatt, 2004; Adkins, 2004). Assessments of El
dimensions have facilitated training and development modules for customer
service skills, conflict management strategies, and stress management
programs (Rozell, Pettijohn, & Parker, 2004; Cherniss, 2000).

Research has also shown that at the group and organization level of
application, El indexes have critical implications for team building and
enhancing team effectiveness (Druskat & Wolff, 2001) and for assessing
capacity for organizational change and performance in various structural
arrangements (Sy & Cote, 2004).

The key components of emotional maturity are related to managerial
effectiveness and progress (Bass, 1990) (Yukl, 2010), which means that
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emotionally mature leaders are those who can ensure work effectiveness and
progress. In essence, they possess more valuable emotional prerequisites, both
for functioning in stressful situations and under pressure, and for interpersonal
communication.

Emotionally mature people are more aware of their strengths and
weaknesses and are oriented toward self-improvement, rather than denying
weaknesses and fantasizing about success. People with high emotional
maturity are less self-centered (they care about other people), have more self-
control (less impulsive, more able to resist hedonistic temptations), have more
stable emotions (not prone to extreme mood swings or outbursts of anger), and
they are less defensive (more open to criticism, more willing to learn from
mistakes) (Yukl, 2010). Added to this is the fact that people with high
emotional intelligence have stronger stress management skills and are better
at making decisions under pressure (Olawoyin, 2018).

Research conclusions like these, point out to the importance of
emotional intelligence in practicing leadership, both through the educational
and training perspective, and in the practical, everyday leading, and require a
deeper understanding of EI-components.

One basic approach that determines the components of emotional
intelligence is a set of four skills: 1) identifying emotions (in oneself and in
others), 2) using emotions, 3) understanding emotions, and 4) managing
emotions (Taneva-Veshoska, Drakulevski, Gjurov, 2015) (Northouse, 2013).
Another, deeper explanation of the EI components is the generic approach
presented by Goleman, Boyatzis, and Rhee (1999), listing: Self-awareness,
self-management, social awareness, and relationship management, as the main
El-clusters of competencies (Wolff, 2005) (table 1).
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Table 1 Review of EI capabilities in their respective clusters
Source: Wolff, S. B. (2005). Emotional competence inventory 2.0.
HayGroup. McClelland Center of Research and Innovation. 0511-9889-

HAYG.

Cluster

El capability

Self-awareness

Self-management

Social awareness

Relationship
management

Emotional Awareness: Recognizing one's emotions and their
effects

Accurate Self-Assessment: Knowing one's strengths and limits
Self-Confidence: A strong sense of one's self-worth and capabilities
Emotional Self-Control: Keeping disruptive emotions and
impulses in check

Transparency: Maintaining integrity, acting congruently with one’s
values

Adaptability: Flexibility in handling change

Achievement: Striving to improve or meeting a standard of
excellence

Initiative: Readiness to act on opportunities

Optimism: Persistence in pursuing goals despite obstacles and
setbacks

Empathy: Sensing others' feelings and perspectives, and taking an
active interest in their concerns

Organizational Awareness: Reading a group's emotional currents
and power relationships

Service Orientation: Anticipating, recognizing, and meeting
customers' needs

Developing Others: Sensing others' development needs and
bolstering their abilities

Inspirational Leadership: Inspiring and guiding individuals and
groups

Change Catalyst: Initiating or managing change

Influence: Wielding effective tactics for persuasion

Conflict Management: Negotiating and resolving disagreements
Teamwork & Collaboration: Working with others toward shared
goals. Creating group synergy in.
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3. Practicing leadership styles

Discussions and explorations of leadership can be traced back to
ancient civilizations, where leaders were often admired and studied. However,
the formal study of leadership as a discipline began to gain momentum in the
early 20th century and this has been also attained in organizational life. In this
context, one of the earliest influential works on leadership published is traced
back to 1938 by Chester Barnard titled "The Functions of the Executive.” This
seminal work explored the nature of authority and leadership within
organizations. In the following period s01940s and 1950s, researchers like
Kurt Lewin, Douglas McGregor, and Rensis Likert conducted empirical
studies on leadership behavior and group dynamics, laying the foundation for
modern leadership theory. In the next decades, i.e. in the 60s and 70s the
emergence of various leadership theories, including trait theories, behavioral
theories, and contingency theories has been the focus.

Since then, the study of leadership has continued to evolve, with new
theories, perspectives, and methodologies emerging over time. Leadership is
now studied across various disciplines, including psychology, sociology,
management, and organizational behavior, reflecting its interdisciplinary
nature and significance in understanding human behavior and organizational
dynamics.

The study of leadership, stemming from various aspects and theoretical
foundations, yields an excess of approaches in defining leadership styles,
influenced by context, leader behavior, leadership methods, skill sets, and
more. This diversity in approaches leads to the modeling of different
leadership styles or methodologies, grounded in a multitude of leadership
principles. The evolution of leadership discussions demonstrates that since its
emergence as a research topic, experts initially focused on studying the
personal characteristics of leaders. Subsequently, research expanded to
explore different dimensions of leadership across various situations and
perspectives. Thus far, leadership theory has shown that it is researched and
analyzed within a framework defined by personal characteristics (of leaders or
followers), leader behavior, the leader's influence on followers, and the
contextual situation in which leadership occurs. Often, research findings
indicate that the most effective leadership style involves a combination of
observed styles, tailored to the specific context of the leader and followers.
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Fundamentally, leadership is a process of providing purpose, direction,
and motivation to achieve organizational goals and enhance overall
effectiveness. Regardless of the approach used to model leadership styles, the
core components - leader, followers, influence, and purpose - remain central.
When additional elements such as context, satisfaction, development (of
leaders or followers), effectiveness, efficiency, task orientation, or people
orientation are considered, the foundation for different leadership theories
begins to emerge, giving rise to different leadership styles.

Although there has been research into the correlation between culture
and organizational strategy, the connection between leadership and culture
remains largely uncharted territory (Gupta, 2011). Complex systems
leadership theory posits that leadership emerges within complex systems and
interacts with elements like culture, norms, and trends; however, systematic
research to fully define the extent and depth of the relationship between
leadership and organizational culture is limited (Ogbonna, Harris, 2000).

4. Results

4.1. Methodology

This research focuses strictly on the relation leadership styles —
emotional intelligence aiming to reveal which leadership styles are most
dominant in the production sector in the Republic of North Macedonia, to
perceive the level of each of the elements of emotional intelligence among
leaders in this sector and to find the correlation between these two variables.
Because of this, a descriptive and correlative analysis of the results was made.

Two questionnaires were used to measure these variables: 1) to
measure the variable “"emotional intelligence™ - Emotional Competency
Inventory, Version 2, by Goleman, Boyatzis, and McKee (2002); and 2) to
measure the variable "leadership styles" — Leadership and management — a
communication styles questionnaire, designed according to the example of
George Litwin and Richard Stringer, based on the study of Goleman, Boyatzis,
McKee (2002). A unified questionnaire was designed on the Google Forms
platform, with a section and claims about emotional intelligence and a section
with claims about leadership styles.

Each respondent, before starting to answer the statements related to the
research variables under investigation. The sample of respondents is random
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and all respondents who participated in the research did so of their goodwill,
taking part of their time to answer the questionnaire through their smart
devices.

4.2. Hypothetical framework

Based on the previously stated overview of the theory related to
leadership, leadership styles, and emotional intelligence, and to empirically
examine the phenomena related to this, the following hypotheses are defined:
H1: The commanding leadership style is dominant in the manufacturing sector
in R. N. Macedonia.

H2: Empathy as an element of emotional intelligence is the least mastered skill
among leaders in the manufacturing sector.

H3: Democratic leadership style is the least represented in the manufacturing
sector in R.N. Macedonia.

H4: EI skills have the strongest correlation values with affiliative leadership
style.

4.3. Descriptive statistics

The data was collected in the period from December 18, 2023, to
February 18, 2024. The data were classified and analyzed with the computer
software IBM SPSS 26, during which various descriptive analyses were
performed. Bivariate correlation was conducted to test for correlations
between variables. All Pearson assumptions (linearity, normality,
homoscedasticity, and independence) were checked before analysis.

To check the validity of the results and their consistency within the
framework of the used questionnaires, the value for Cronbach Alpha was first
checked, which for the questions of this research is ChA=0.973. Given the fact
that the Cronbach Alpha value is said to be closer to 1, the more reliable the
results, it can be noted that the validity of the questions is high, as well as the
consistency of the answers.

Demographics

At the end of the survey, the sample consisted of 125 participants (n =
57 male, n = 68 female). As for education, 40.8% (n=51) have completed
secondary education, 48% (n=60) have graduated from undergraduate studies,
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8.8% (n=11) have completed postgraduate studies (second cycle- master's ),
2.4% (n=3) have completed postgraduate studies (third cycle - doctoral
studies). The age of the respondents is from 18 to 58 years, divided into five
age groups. 28% stated that they are in a leadership (management) position,
while 72% are not placed in a management position. Of the respondents, 8%
work in state-owned manufacturing firms, while 92% work in manufacturing
companies.

Result analysis

As for the results obtained for the elements of emotional intelligence,
they indicate that leaders generally possess low values of emotional
intelligence skills, except for adaptability and influence, for which they have
medium values in relation to the referents and empathy for which they have
scored on average higher rating from the reference values. Namely, the
elements of emotional self-awareness, accurate self-assessment, emotional
self-control, transparency, and development of others were evaluated with low
grades. This means that leaders first have a weakness to recognize their
strengths and weaknesses, then they cannot or do not manage to keep
unpleasant emotions and impulses under control, hence, they have a challenge
to perceive the developmental needs of others and strengthen their abilities.

The results of the research show that as a medium developed abilities of
emotional intelligence among leaders’ ability to adapt and influence others
stands out from the production sector in R. N. Macedonia. This means that
leaders generally cope well with the changes coming to production, are
flexible enough to understand the demands of the innovations that need to be
implemented, and in addition, master effective methods of persuasion and
influence, to implement those changes or news they have adapted to. The way
of implementing the changes is not currently a topic of research, to specifically
understand how it is realized for the employees, but it is enough that the
respondents assessed that the leaders cope with the changes very well and
exert influence.

The results of the research indicate empathy and conflict management
as the only ElI skills with above-average reference values (empathy M=3.564;
referent mean interval =3.10-3.54; conflict management M=3.4660; referent
mean interval = 2.95-3.26;), that is, the empathy and recognition of emotions
in others and the resolution of conflicts between opposing parties. Such results

80



Vol.5, Issue 1

point to the fact that the second hypothesis: H2: Empathy as an element of
emotional intelligence is the least mastered skill among leaders in the
manufacturing sector”, may be disregarded.

Table 2 Review of average values for the EI competencies from the research
and the referent values from the ECI 2.0 technical manual

- . Std. Mean values Overall

El capability Min Max Mean Deviation (ECI 2.0) competence
grade

Empathy 1,00 500 35640 1.10393 3,10-3,54 High
Emotional self- 1,00 500 3.4040 1.00442 3,60-3,92 Low
awareness
Accurate self- 1,00 5,00 3.6720 .81035 3,78-4,07 Low
assessment
Emotional self- 1,00 5,00 3.3740 .65271 3,72-3,98 Low
control
Adaptability 1,00 5,00 3.6700 .93520 3,50-3,84 Medium
Transparency 1,00 5,00 3.3780 1.05715 3,92-4,21 Low
Development of 1,00 5,00 3.4540 1.09682 3,66-4,08 Low
others
Influence 1,00 5,00 3.5160 97641 3,55-3,88 Medium
Conflict Management 1,00 5,00 3.4660 .90270 2,95-3,26 High

Noting the results of the average values of the leadership styles of the
leaders in the production sector in the Republic of North Macedonia, it is noted
that all leadership styles are present, with the highest value and therefore the
most represented commanding leadership style (M=3.6784) , and right after it,
the second most represented is the visionary leadership style (M=3.5264),
which could confirm the first hypothesis: H1: The commanding leadership
style is dominant in the production sector in R N. Macedonia. The least
represented leadership style is the democratic style (M=3.3536), exactly as
predicted by the third hypothesis: H3: The democratic leadership style is the
least represented in the production sector in the R.N. Macedonia, which
could confirm this hypothesis.
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Table 3 Review of average values for the leadership styles in the production
sector in R. N. Macedonia

Leadership style N Minimum Maximum Mean S.td'. Variance
Deviation
COMMANDING 125 1,00 5,00 3.6784 .83082 .690
VISIONARY 125 1,00 5,00 3.5264  1.00146 1.003
PACESETTING 125 1,00 5,00 3.4704 .87076 .758
AFFILIATIVE 125 1,00 5,00 3.4656  1.05212 1.107
COACHING 125 1,00 5,00 3.4048  1.05080 1.104
DEMOCRATIC 125 1,00 5,00 3.35636  1.19492 1.428

Valid N (listwise) 125

This phenomenon is particularly interesting to analyze, because
according to the theory of transactional and transformational leadership
(British DOD, 2021), the commanding leadership style is at the extreme of
transactional leadership, while the visionary is at the extreme of
transformational leadership. This means that the leaders who work in
production in R.S. Macedonia, at the same time convey a clear vision and
standards that are expected in the achievement of the goal, and demand that
this vision be realized according to precisely defined procedures and how the
defined work in production is established. What should be further pointed out
is that in no case should this be taken into account as an isolated phenomenon,
that is, only the commanding or visionary style dominates. On the contrary,
these results say that these two leadership styles are the most represented by
leaders in the manufacturing sector. If we were to talk about the most effective
leadership style, the original answer is that a combination of all leadership
styles is needed according to the situation Goleman (1999) and that none of
them should be observed in isolation, and the most effective among them
should be decisively sought.

The second end of the axis of representation of leadership styles
indicates the fact that the least represented leadership styles in the production
sector in RS. Macedonia are democratic (M=0.3536) and coaching
(M=0.34048). Such an occurrence can be labeled as logical, considering the
nature of work in production. Namely, one of the most characteristic features
of production is the procedures - every production procedure is based on a
strictly regulated and controlled procedure, according to the "if-then" principle
for diagnosing errors. Hence, it is natural to marginalize leadership styles that
involve group thinking and decision-making, learning through trial and error,
mentoring by superiors, and participative work. Procedures provide
automation of line work, hence the need for control and avoidance of
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problems. This nature of things makes the commanding leadership style to
dominate, and the democratic and coaching leadership style to be the least
represented.

The analysis of correlations between leadership styles and emotional

intelligence skills is given in table 4. From this analysis, it can be observed
that all leadership styles have a strong association (correlation) with emotional
intelligence skills, which directly indicates the connection of these two
variables. When analyzing the correlations of these elements in more detail,
the following can be observed:

The affiliative leadership style has the strongest correlations with the
elements of emotional intelligence, with the highest correlation with the
development of others (0.830) and empathy (0.767), while the weakest
correlation is with emotional self-control (0.461). With such findings, the
fourth hypothesis could be confirmed: H4: EI skills have the strongest
correlation values with the affiliative leadership style.

The democratic leadership style, similar to the affiliative one,
observes the highest values for correlations with empathy (0.837) and with the
development of others (0.830) as elements of emotional intelligence, while
weaker correlation values are observed for emotional self-control (0.419).

The visionary leadership style records the highest values for
connection for the development of others (0.755) and for adaptability (0.732),
which justifies its essence, while it records the lowest values for emotional
self-control (0.466).

The commanding leadership style has by far the weakest correlation
values for all the elements of emotional intelligence, although, it is observed
that all these elements have a significant correlation, regardless of their values
being weaker than those of the affiliative or democratic style. The
commanding style records the highest correlation values for the variable
development of others (0.431) and accurate self-assessment (0.428), and the
weakest for empathy (0.266).

The "pace-setter™ leadership style has lower correlation values with
emotional intelligence, unlike other leadership styles, and this phenomenon
can be attributed to its pronounced transactional nature (together with the
commanding one), as opposed to the transformational nature of the other
leadership styles. Namely, this leadership style records the highest values of
correlation with adaptability (0.599) and for the development of others
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(0.593), and the lowest for transparency (0.472), which is expected, given the
fact that this leadership style is recommended to be practiced in the absence
of time to complete a particular task or when to take the initiative in chaos and
establish some order (British MOD, 2021). What is interesting to note is the
fact that this leadership style is significantly correlated with the development
of others as an element of El, although they are not intrinsically related
because the development of others corresponds more to the coaching
leadership style.

Coaching leadership style, as expected, has the highest correlation
results with the element "development of others” (0.817), which essentially
corresponds to the nature of its practice, while the weakest correlation is with
emotional self-control (0.509).

Correlations between emotional intelligence and leadership indicate
consistently low correlation values of all leadership styles with the "emotional
self-control™ element. Namely, this leaves room to note that respondents from
the production sector, who are included in the sample, have the lowest value
for emotional self-control, regardless of which leadership style they practice.

Table 4 Correlation analysis between leadership styles and elements of
emotional intelligence
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**_Correlation is significant at the 0.01 level (2-tailed).
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5. Discussion

The results of this research indicated that emotional intelligence is
strongly related to leadership styles, as part of leadership in general, which
only confirms the theory of Goleman (2000) (Goleman, Boyatzis, Rhee,
1999).

Seen at the micro level - in the production sector in R. S. Macedonia,
practice shows that the dominant and most frequently practiced leadership
style remains the commanding style (in addition to the others), followed by
the visionary leadership style. On the one hand, such results are expected,
considering the nature of work in the production sector, but, on the other hand,
it does not mean that the observance of strict procedures in production work
should be followed by commanding and visionary leadership. In other words,
it does not mean that if the nature of the work indicates a strict following of
procedures, the management style of superiors should be followed by
transactional - commanding leadership. The possibility is not excluded that
the work procedures are respected, that the work achieves the necessary effect
and that the leadership is not directive and in the direction of removing the
possibilities for mistakes. This leaves room for further research, with other
variables to examine whether, for example, increasing professionalism in
work will lead to a change in leadership style in the manufacturing sector.
Namely, if there would be no need for control and directive on a daily level,
would the leadership style change?

Also, focus is placed on the combination of the two dominant
leadership styles, which can be seen from the aspect of their essential
contradiction - commanding-transactional, visionary-transformational, but
also as a combination that could cause an overambitious setting of a vision and
goals, which are insufficiently communicated (or accepted, relevant) to
followers, so that an atmosphere of constant forcing of employees towards a
vision they do not believe in, and materialized through toxic-ambitious
transactional leadership, would be created.

An additional conclusion that is worth pointing out is that in the
manufacturing sector, the transformational leadership styles - affiliative,
coaching, and democratic - are placed in the background, which is probably
related to the nature of work in manufacturing. In this regard, it can be seen
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that the democratic leadership style is the least represented, that is, the leaders
leave the least space for group thinking and decision-making in the process,
which is different from the affiliative leadership style. Namely, the affiliative
leadership style is the first in terms of representation after the dominant
transactional, which indicates that when things work according to plan, in the
direction of realizing the vision through certain procedures, leaders begin to
tend towards affiliation and towards understanding the needs of employees.
Connecting these findings with the fact that empathy has the highest value as
a skill of emotional intelligence, it can be concluded that the source of empathy
of leaders comes in the moments when the work works according to plan. Only
such an explanation covers all the features raised by the findings of this
research.

The findings from the testing of emotional intelligence abilities
indicated generally poor results in the mastery of abilities, given the fact that
out of nine abilities examined, five had low values (accurate self-assessment,
emotional self-control, emotional self-awareness, transparency, development
of others), two with medium values (adaptability and influence) and two with
high values (empathy, conflict management). Such findings indicate the need
for training to develop these skills in leaders, to increase the effectiveness of
their leadership, as indicated by Rosete and Ciarrochi (2005), Yukl (2010),
(McCall & Lombardo, 1983a).

Considering the variables with dominant values in this study, what is
particularly significant in this domain is the fact that although strong
correlations were obtained for all elements of emotional intelligence with all
leadership styles, and although empathy had the weakest correlation values
with commanding leadership style, according to the tabular values, empathy
in command leaders in the manufacturing sector was found to be a strong trait
as well as conflict management. In other words, the same leaders who in their
daily communication with production employees, where they give directives
and tasks, set goals, organize and tell how the work should be done, possess
above-average empathy and the ability to recognize emotions in others and
provide compassion, as well as to resolve conflicts in their workplace.
Although, initially, such findings sound contradictory, the perspective would
be indicated that regardless of how they know how to show empathy, it is not
known if and how they follow up the handling of emotions in the direction of
providing help or motivation.
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What is particularly interesting and new about the results of this study
is the fact that the commanding and visionary leadership styles are determined
as the dominant leadership styles, which in their essence have a focus on the
achievement of the goal and the absence of problems, and not on the needs of
the followers. and, on the other hand, empathy and conflict management were
shown to be the skills best mastered by leaders. This arrangement of the results
indicates that the leaders in this sector, although they are focused on achieving
production goals, give directives and directions on how to do things, and strive
for feats, however, they know how to meet and face emotional needs.
employees, as well as to resolve conflicts at the moment. What is significant
about this is that these two EI skills relate to something that is happening at
the moment — the expression of emotions and conflict and require their timely
addressing, which is not traditionally a feature of commanding and visionary
leadership styles. On the other hand, it is paradoxical that the results indicate
that they have a poor command of the skills of their own emotional self-control
and emotional self-awareness, and yet the average score for empathy is higher
than the average.

The results of this study also showed that the affiliative leadership style
has the strongest correlations with the elements of emotional intelligence.
When considering what are the characteristics of affiliative leadership style —
affiliative leaders focus on the needs of both individuals and teams, building
relationships and creating a close relationship with followers, thereby building
team harmony Goleman (2000) (British MOD, 2021 ); and the research
showed that it has the highest correlation values with empathy (0.870), but
also generally records the highest values with the other elements of emotional
intelligence, compared to other leadership styles, it can be concluded that the
emphasized use of emotional intelligence abilities in the practice of leadership,
especially empathy, could lead to an emphasis on an affiliative leadership
style.

5.1 Limitations, perspectives, and directions for future research

From a technical point of view, the fact that not all the elements of emotional
intelligence predicted by ECI 2.0 have been examined, but only certain ones,
according to the methodological review of the research, can be perceived as a
limitation. Also, as a limitation, it can be noted that the research covers only
the production sector, and the same can be carried out in other areas, which
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will enable comparative analysis and concluding. This research also could not
observe leaders in their daily interaction with followers, to obtain additional
data from practical observation of their work, as recommended by
transformational and transactional leadership experts (Howell and Avolio,
1993). However, it is necessary to emphasize that the results of the study
correspond to theoretical predictions based on existing scientific
achievements.

6. Conclusion

The nature of the work in the production sector may inflict leadership
challenges to leaders, especially those who are not aware of their emotional
intelligence competence. This is why modern perspectives regard emotional
intelligence competencies, as a fundamental element for leadership practices,
to that measure, that training and workshops are being organized (through
developed training programs) in order to enhance or develop the EI skills in
leaders (Kunnanatt, 2004; Adkins, 2004) (Rozell, Pettijohn, & Parker, 2004;
Cherniss, 2000). Building on that motive, the results from the research
conducted in the production sector in the Republic of North Macedonia, have
shown that all Emotional intelligence competencies are in strong correlation
with the leadership styles pointed out by Goleman (20000, thus confirming the
traditional approach established by previous studies. The study has shown that
the most dominant leadership style in this sector is the commanding leadership
style, closely followed by the visionary style. In terms of emotional
intelligence, the competencies of El, represent a general opportunity for
improvement, since out of nine tested EI-competences, two received above
average grades, two average, and five below average mastering by the leaders.
Empathy and conflict management have been graded as the most mastered
competencies by leaders, but also, received the lowest correlational values
with the commanding leadership style. This research not only confirmed that
leadership and emotional intelligence go hand in hand in the organizational
context but also revealed the necessity of improvement in the field of
developing and enhancing the competencies of leaders in the production
sector.
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