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In modern conditions of globalized society in the theories of management, there is growing attention
to emotional information, its importance and the need of its effective use. Researches confirm that emotions can act as
organizational resources that can be managed to improve organization’s effectiveness, employee’s performance and
create a favorable moral and psychological climate, both within the organization and with external stakeholders. This
article studies the main approaches to the application of the concept of «emotional intelligence» among the various
levels of management in the organization and offers authors’ development to improve competencies in this area.
The relevance of the research is proved, which consists in special attention to the problems of exchange and use
of emotional information among personnel and management. The basic competences those are necessary for
the development of emotional intelligence from a position of importance for different levels of managers are studied.
This article analyzes the development and practices of implementing programs to enhance emotional intelligence
in international organizations and corporations.

The purpose of the article is to study the influence of emotional intelligence on different levels of managers
in order to identify the main areas of competence development.

To achieve the set purpose the following tasks have to be solved: to study the concept of «emotional
intelligencey, its components; to study the basic competences of emotional intelligence; substantiation of competencies
and their importance for managers; to research the best practices on increasing the emotional intelligence
in organizations and results of its implementation; to analyze the need to apply and develop emotional intelligence
among different levels of management.

Authors use such research methods as analysis and synthesis, abstraction and generalization, comparison and
competency-based approach.

The result of the work is developed recommendations for increasing emotional intelligence among executives
based on the analysis of the importance of different competencies for different levels of management.
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VY cy4acHHX yMOBax CYCIUIBCTBA, IO TII00ATI3yeThCS, Y TEOPIsSX MEHEIKMEHTY 3pOCTa€e yBara JI0 eMOIIHHOT
iH(popmMarlii, il BaKIMBOCTI Ta HEOOXITHOCTI CEKTHBHOTO BUKOPHCTAHHS. J{OCTIIKEHHS MIATBEPIXKYIOTh, IO SMOIIiT
MOXYTh BHCTYNATH SK PECYpCH OpraHizamii, SKAMH MOXXHA KEpyBaTH 3aIUlsl TWiABUIICHHS ii e(eKTUBHOCTI,
PEe3yJIBTATUBHOCTI TMPAIiBHUKIB Ta CTBOPCHHS CIPUSATIMBOTO MOPAIBHOTO-TICUXOJIOTIYHOrO KIIIMAaTy, sSK BCEPEIHHI
opranizamii, Tak 1 3 30BHIIIHIMH 3aIliKaBJICHAMH Oco0aMH. Y JHaHIi CTAaTTi MOCHIIHKYIOTHCS OCHOBHI TiIXOJH
JI0 3aCTOCYBaHHS KOHIICTIIIi «EMOIIHHOTO 1HTENEKTY» Cepell Pi3HUX pIiBHIB MEHEDKMEHTY B Oprasizamii Ta
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MIPOTIOHYIOTBCS BJIACHI PO3POOKM 3 TiJBUINEHHS KOMIIETEHIIH y 1ilt cdepi. JloBeaeHa akTyaJdbHICTh JOCIIKSHHS,
110 MOJIATAE B OCOOMMBIH yBa3i 10 mpobiaeMaTrku OOMiHYy Ta BUKOPUCTaHHS €MOIIIMHO1 iH(popMallii cepen mepcoHary Ta
MEHEIDKMEHTY. BHBUAIOThCSI OCHOBHI KOMMETEHIl, SKi HEOOXimHI IUIi PO3BUTKY E€MOLIWHOTO IHTENEKTY 3 MO3HIii
BaXJIMBOCTI JUIS PI3HUX PIBHIB YIPaBIIHIIB. Y MaHIM CTAaTTi ImpoaHANi30BaHI PO3pOOKH Ta MPAaKTUKH IMITTIEMEHTAIil
IIpoTpaM ITiABHUIICHHS eMOIIIITHOTO 1HTENEKTY Y MDKHAPOTHIX OPTaHi3alisx Ta KOPIopamisx.

Merta crarTi moyira€ B IOCTI/DKCHHI BIUIMBY EMOILIHHOTO iHTEJEKTY Ha pi3HI PIiBHI YIPABIIHIIB 3a/i1
BU3HAYCHHS] OCHOBHUX HAIPSMKIB IiJBUILIEHHS KOMIICTEHIIIH.

JlocsiTHEHHsI TIOCTaBJIeHOT MeTH OOYMOBMJIO BUPIIICHHS HACTYITHUX 3aBJaHb: BUBYEHHS IOHATTS «EMOLIHHUHA
IHTEJIEKT», HOro CKJIaJ0BHX; NOCIHIIKCHHS OCHOBHMX KOMIIETEHTHOCTEH EMOLIHHOrO IHTENEKTY; OOIPYHTYBaHHS
KOMITETEHTHOCTEH Ta IXHHOT BaXKJIIMBOCTI JUIsi MEHEKEPIB; JOCIIJDKEHHS KpAIUX MPAKTUK 1 Pe3yJIbTaTiB 3aCTOCYBaHHS
y cdepl MiIBHIIEHHS EMOLIMHOIO IHTENIEKTY B OpraHi3amisx; aHaji3 HeoOXiJHOCTI 3acTOCyBaHHS Ta PO3BUTKY
€MOIIHHOTO IHTEJIEKTY cepell Pi3HUX PiBHIB MEHEIKMEHTY.

ABTOpPH 3aCTOCOBYIOTH TaKi METOIW IOCH/KCHHS, SK aHali3 1 cuHTe3, aOcTparyBaHHSA 1 Yy3arajJbHEHHS,
MOPIBHAHHS Ta KOMICTCHTHICHAHN ITiIXiI.

PesynbraTom poboT € po3pobka peKOMEeHAaIliil MO0 MiABUIICHHS eMOIIIHOTO iHTENEKTY cepel MeHeKepiB
Ha OCHOBI aHaJIi3y BaXJIMBOCTI Pi3HUX KOMIETEHINH IS pi3HUX PiBHIB yIpaBIiHHS.

Kuro4oBi ciioBa: emMoriiiHn# iHTEIEKT, KOMIIETEeHIIIi eMoIiitHoTo iHTeNnekty, El, EQ, MeHemKMeHT.

POJIb DMOLUNOHAJBHOI'O UHTEJIVIEKTA B OPTAHU3ALIUMU PABOTbBI MEHE I’ KEPOB
PA3HBIX YPOBHEH YIIPABJIEHUS

Pexyn Anna IleTpoBHa
KaHAUAAT IKOHOMHUYECCKUX HAYK, TOUEHT
e-mail: rekun@karazin.ua
ORCID ID: 0000-0002-1734-7364
Jemuenko Codusi BukropoBHa
MarucTpair
e-mail: sofia.demchenko95@gmail.com
ORCID ID: 0000-0003-3658-5197

Xapovkoeckuit nayuonanovnwiii ynugepcumem umenu B.H. Kapazuna
ya. Muponocuyxas, 1, Xapvros, 61002, Yxkpauna

B coBpeMeHHBIX yCIOBHSIX OOIIECTBA, KOTOPOE IIIO0ATN3UPYETCs, B TEOPUAX MEHEIKMEHTA pacTeT BHUMaHUE
K YMOLMOHANBEHOW HH(pOpMAINY, €€ BaXXHOCTH M HEoOXomuMocTH 3((EeKTUBHOTO HWCIOJIb30BaHUA. lcciemoBaHus
MOJTBEPKIAIOT, YTO OMOIUH MOTYT BBICTYNAaTh KaK pECypChl OpraHHW3aldd, KOTOPBIMH MOXKHO YIIPABISATH
JUTSA TIOBBIICHUST €€ I(PQPEKTUBHOCTH, pPE3yJIbTAaTHBHOCTH PAaOOTHUKOB W CO3JaHUS OJarompHsATHOTO MOpAaibHO-
MICUXOJIOTHYECKOTO KIIMMAaTa, KaK BHYTPU OpPTaHU3allMH, TaK W C BHCITHUMH 3aMHTEPECOBAHHBIMH JIHIAMH. B maHHOM
CTaTbe€ WCCICNYIOTCS OCHOBHBIC ITOAXOABI K TPUMCHEHHIO KOHICIIMU <«3MOIMOHAJIBHOTO WHTEIUICKTa» CpeIu
Pa3IHYHBIX YpOBHEW MEHEKMEHTAa B OpraHM3allil ¥ TIPEAJIAraloTCsl COOCTBEHHBIC Pa3pa0OTKH MO IOBBIIICHUIO
KOMIIETEHIMIA B 3TOM cdepe. Jloka3aHa aKTyaJbHOCTh HCCJCIOBAHHUS, KOTOPAas 3aKJIIOYACTCS B 0COOOM BHHUMAaHUHU
K Ipo0OJieMaTHke OOMEHAa M HCIIOJH30BAHUS 3MOIMOHAIBHON HHGOpPMAIMK CPEeIu TMepcoHajla W MEHEKMCHTA.
I/ISy‘-IaIOTCSI OCHOBHBIC KOMIICTCHIIUH, KOTOpLIe HGO6XO,E[I/IMBI JUIA pa3BI/ITI/I$[ OMOLHUOHAJIBHOI'O MHTCJIJICKTA C IMO3UIIUN
BaXXHOCTH JUISI Pa3iIM4YHBIX YPOBHEH yIpaBieHIeB. B NaHHON cTaThe MpOaHAIH3MPOBAHBI Pa3pabOTKM M MPAKTHKH
HUMIIICMCHTAILIUU HpOFpaMM IOBBIIICHUS OJMOILMOHAJIBHOI'O MHTCIIJICKTA B Me)l(}lyHapO}leIX opraHmauI/mx nu
KOPTOpAIHsX.

Lenb craThu 3aKIFOYAaeTCS B WCCICAOBAHWH BIMSHHS SMOIMOHAIBHOTO HHTEIUICKTa HA pPas3HBIC YPOBHU
YIOPABJICHIECB IS ONPE/ICICHUS OCHOBHBIX HAIIPABICHHUI OBBIIICHHUS KOMITICTCHITHIA.

JlocTIKeHHe TOCTaBJICHHOW I OOYCIIOBHJIO pEHICHHE CICAYIOIIMX 3aJad: H3Y4YCHHC IOHITHA
«IMOILIMOHAIILHBIA HHTEJIEKT», €ro COCTAB/ISIOIIMX; HCCIEIOBAHME OCHOBHBIX KOMIICTEHI[UN 3MOILMOHAIBLHOIO
WHTEJUICKTa; OOOCHOBaHHME KOMIICTCHIUH W WX BAXXHOCTU JUII MEHEIKEPOB; HCCICHOBAaHHE JIYUNIMX MPAKTUK U
peSyHBTaTOB HpI/IMeHeHI/IH B cd)epe IIOBBIIICHUA OMOILIMOHAJIBHOT' O HUHTCJIJICKTA B opraHmauI/mx; aHaJIn3
HeO6XO}II/IMOCTI/I HpI/IMeHeHI/If{ nu paSBI/ITI/ISI SMOIMOHAJIBHOI'O UHTCIIJICKTA cpezm paBHI/IqHBIX ypOBHeI\/'I MCHCI>KMCHTA.

ABTOpBI MPUMEHSIOT TaKUE METOJbI MCCIEIOBaHUs, KaK aHaJIW3 W CHUHTE3, abcTparupoBaHue W 000OIIEHUE,
CpaBHeHHC u KOMHGTCHTHOCTHBIﬁ Imoaxonmd.

PesynbTatrom paboThl SIBISIETCST pa3pabOTKa PEKOMEHJAIMii MO TOBBIIICHHUIO 3MOIMOHAIBLHOTO WHTEIJICKTa
CpeIr MEHE/IKEPOB HA OCHOBE aHAJIN3a BaYKHOCTHU PA3JIMYHBIX KOMIIETEHLUH 1JIs pa3HbIX YPOBHEH yIIpPaBICHMUSL.

Kiaw4yeBble ¢JIOBa: 3MOIMOHAIBHBIM HWHTE/UICEKT, KOMIIETEHIIMHM 3MOLMOHANbHOTO wuHTEewekTa, El, EQ,
MCHEPKMEHT.

Introduction. An issue of managing personnel with a view to reaching a qualitatively new level
becomes more urgent in a rapidly changing environment, the ever-increasing flow of information and
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the desire to catch or create a trend. At the forefront are deeply hidden psychological and sociological
factors. Its consideration can drastically change the approaches to the management of an organization,
the life cycle of the product, corporate culture, etc.

Today, such a trend, capable of changing everything — from the personnel management system
to receiving super profits of the company — is developing of the emotional intelligence skills. Modern
research shows that the key aspect of management today is the study of emotional intelligence, as it is
proved, that emotional information plays a significant role in the professional activity of a person and whole
organizations in general. That is why it is necessary to pay considerable attention to the study of emotional
intelligence, its influence, the development of soft skills at different levels of management and among
the staff as a whole, as this has a significant impact on the personal indicators of employees, results,
effectiveness and success of the company.

Literature review. The main researchers in the field of emotional intelligence are Peter Salovey, John
Mayer [1; 2], David Caruso [3; 4] whose work had significant impact on the wide spreading and recognizing
the importance of studying such component of human existence as emotion. A scientist who studied human
brain and behavior — Daniel Goleman, author of the best-selling book «Emotional Intelligence», paid special
attention to studying this issue [5].

The aim of the study is to study of emotional intelligence, its main components, the importance and
impact on different levels of management and identifying the main areas of competence development.

Key research findings. The widespread and recognized importance of studying such component
of human existence as emotion is manifested only in the 90’s. of the XX century. At that times Peter Salovey
and John Mayer proposed the formal definition of emotional intelligence — «the ability to control one’s own
and others’ feelings, distinguish them and use this information to guide their thinking and actions». Together
with David Caruso, they developed the theory of «Emotional Intelligence» and put forward an assumption
that is today fundamental — the most important components of emotional intelligence are: the perception
of emotions, their using understanding and management [1-4].

Daniel Goleman argued that not the cognitive intelligence guaranteed success in business, but
emotional intelligence [5].

Together with the development of the theory of the importance of emotional intelligence, more and
more studies have confirmed the validity of the scientists’ statements. And more and more such
developments have been transferred from the sphere of personal development to wider areas, such
as personnel and organization management. Studies show that people with high EQ (Emotional Quotient)
have the best level of mental health, exemplary work and stronger leadership qualities. The EQ indicator
itself includes 67 % of those traits that were identified as necessary for good performance and are twice
as important as technical expertise or 1Q [5].

The development of a higher level of emotional intelligence allows one to cope with uncertainty much
more better, facilitate decision making, and be more competent in social and personal life circumstances.
These skills are especially important in the field of personnel management for all levels of management.
Because in this way, a single, powerful and effective organism is formed on the site of an organization,
which not only receives super profits, is more competitive and viable, but at the same time pays attention
to every employee with his needs [6].

Both managers and staff can benefit from improving their El level to lead project teams, influence
people, and manage internal and external customers more efficiently. When people have high level
of emotional intelligence, they make better not only their leaders, but also team members [7].

It is important to understand how and at what level of management exactly it is worth paying attention
to one or another competence of emotional intelligence for organizing the most effective work, meeting
the needs for self-realization and success, building effective communication chains both inside
the organization and with the external environment.

To do this, main components of emotional intelligence should be considered (Fig. 1).

The first component of emotional intelligence — perceiving emotions — is the ability to detect and
decipher emotions in faces, pictures, voices and cultural artifacts. It also includes the ability to identify one’s
own emotions. Perception of emotions can be the most basic aspect of emotional intelligence, as it makes
possible any other processing of emotional information.

The second component of emotional intelligence — using emotions — is the ability to use emotions
to facilitate various cognitive actions, such as thinking and problem solving. Being in a slightly sad mood
helps people to conduct a thorough, methodical work. On the contrary, a happy mood can stimulate creative
and innovative thinking. An emotionally intelligent person can make full use of his volatile moods to best
approach the task.
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Figurel — Competences of emotional intelligence depending on its structure
Source: based on [1-4]

The third component of emotional intelligence — understanding emotions — is the ability to understand
the language of emotions and appreciate the complex relationship between emotions. For example,
the understanding of emotions includes the ability to be sensitive to minor differences in emotions, like being
happy and being in complete ecstasy. In addition, it includes the ability to recognize and describe how
emotions develop over time, for example, how shock can turn into grief.

The fourth component of emotional intelligence — management of emotions — consists of the ability
to regulate emotions both in people themselves and in others. It is needed to learn how to control own
emotions. This branch also includes the ability to control the emotions of others. For instance, an emotionally
intelligent leader can strengthen his own anger and use it to utter a powerful speech in order to awaken
righteous anger in others. Therefore, a person with a high level of EQ can use emotions, even negative ones,
and manage them to achieve their goals [3].

To study the influence of emotional intelligence on different levels of management in personnel
management further, it is necessary to consider the content of EI components from the point of view
of executives of different levels (Fig. 2).

It is necessary to understand that for the most qualitative development of a high emotional and
intellectual environment for staff, different levels of management should pay attention to the development
of different priority competencies (Fig. 3).

For low-level managers, the presence and development of such competencies as emotion perception
and understanding of emotion is important because they are most likely to be in contact with employees and
should be able to feel their emotional mood, elevated or lowered emotional background for more effective
management and transfer the relevant information up the steps of management.

Particular emphasis should be placed on developing the competences of emotional intelligence for
mid-level managers, since they are an important part of any business as they directly link the executive level
with the staff of the front line. Support and involvement of middle management are needed to manage
changes in organization successfully. It is essential to have developed social skills and ability to manage
these emotions from the lower level, since these managers organize the work of the departments and have an
impact on the work of the team. It is important to take into account that often top management is pushed out
of middle managers, therefore the development of emotional intelligence in a complex way is a vital skill
that ensures the transition to the next stage in management.
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Figure 2 — Content of emotional intelligence components in terms of importance for executives of different
levels of management

For top managers, self-development and self-improvement, as leaders of one or another organization,
are important for inspiring staff to work not for the sake of getting money, but for following the mission
of companies. It is also important to develop a strategic vision, create partnerships and work with
the environment. The ability to leave space for other team members, to open up themselves is a feature
of an emotionally intelligent manager of the highest level. Emotional intelligence allows the manager to use
different models in his guide, but at the same time, react sensitively and quickly to what is happening and
to solve any critical situations [8].

One of the critical situations in an organization that may arise is conflicts of a different nature and
different orientations. Managers with high emotional intelligence EQ are clearly more effective in resolving
conflicts than those with low EQ in management personnel. Often, the problem of many conflict
management programs lies not in the tools itself, but in NOT focusing on the development of emotional
intelligence skills. According to scientists, the reluctance to analyze the emotional experiences of the parties
in the conflict and the low ability to manage their emotions lead to a decrease in the level of criticality
to their behavior, a decrease in the level of responsibility for their actions, the lack of an installation
on constructive dialogue and a decrease in the sensitivity to the experiences of the opponent. The choice
of a suppression strategy in a conflict resolution situation does not require the head of the skills that make up
the essence of emotional intelligence. Managing emotions allows you to objectively assess the opportunities
and risks of using different conflict resolution strategies. Work with the conflict turns into work with
the problem, gaining a constructive orientation, which is most clearly expressed in the model of cooperation.

The importance of increasing the emotional intelligence in organizational culture among management
and staff is manifested in the constant attention of Western scientists on this issue. As far as Ukraine is
concerned, our country, unfortunately, has not yet come up with a comprehensive study of this issue and
very little attention is paid. Abroad such studies are conducted even by organizations. So, in 1996,
with the support of the Fetzer Institute, a Consortium for research on emotional intelligence in organizations
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was created. The mission of EI Consortium is to promote research and practice of emotional and social
intelligence in organizations through the generation and exchange of knowledge. The Consortium
for Research on Emotional Intelligence in Organizations (CREIO) currently consists of 12 core members and
102 additional members who are successful professionals in this field [2]. One of the first projects
of the Consortium was aimed at identifying empirically-supported models of best practice for
the development of emotional intelligence. The results of the researches led to the creation 15 such models,
which include courses on self-management, stress management, interpersonal conflict management,
management of interaction and relationships, training on motivation, development of competences of
emotional intelligence, etc. [9].

Self Others
g [ N N
=
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g Perceiving Using
Z emotions emotions
XY u
\ AN /
IS N\ |\
L M . M .
5
2 Understanding Managing
S emotions emotions
=
\- NG /

Figure 3 — Focus on competencies for different levels of management
(T — top management, M — middle management, L — lower-management)

One of the most successful examples of implementation programs for evaluating and developing
emotional intelligence skills is the experience of the FedEx Express team and their Global Learning Institute.
This 6-month course was aimed at top-managers, people-oriented leaders around the world. The main tests
were conducted in 2005, 2009, 2010 and 2014. This program provided an 8-11 % increase in core leadership
skills, with over half of the participants experiencing very high (10-50 %) improvements in some of the key
skills of emotional intelligence and leadership outcomes. 72 % of program participants experienced
significant improvements in decision making; 60 % — in a life, and 58 % — a significant improvement
in the influencing [10]. These results prove the impact of emotional information on the quality of doing
business and, overall, the quality of life, and confirm the thesis that leadership means communication
between people at the emotional level.

The main achievement of the research was the creation of a training program, the core component
of which was the concentration on the development of emotional intelligence skills — Six Seconds
of Emotional Intelligence Assessment (SEI). According to the experiments, it was proved and substantiated
the necessity to use emotional intelligence skills on a daily basis.

Another example of the significance of emotional intelligence in management has shown
in a Deloitte’s report on the necessary features for inclusive leadership. This report builds on the experience
of communicating and researching over 1,000 world leaders and 1,500 employees on their perception
of inclusive leadership [11]. This leadership should be based on the inclusion of 6 signature traits into
the model of behavior of top management. These features, as well as their components, are presented
in Appendix C. The surveys substantiate the importance of possessing these traits as a necessary powerful
tool for emotional intelligence that allows leaders to work more effectively in different markets, adapt
to change, have better communication with the internal and external environment, and encourage staff
to realize their potential as fool as possible.

In support of the special influence of emotional intelligence on different areas of the company, in 2015
Harvard Business Review published an article that proves a strong link between empathic leaders and
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financial indicators. The editors have provided evidence indicating the complex nature of our rational and
emotional self, as well as the impossibility and inexpediency of dividing these two fields while working [12].

Also, to support of the importance of the development of emotional intelligence among staff and
management, the Davos Economic Forum Report «The Future of Jobs» said about the future of professions
and the definition of the necessary skills by 2020, among which the emotional intelligence and its main
competences, such as sociability, ability to work in a team, empathy etc. [13].

As for Ukraine, according to the results of the survey of companies and the data of the vacancy
database in 2015, there is a significant demand for cognitive skills in our country, however, companies
today, regardless of the sphere of activity, generally require young professionals to have soft skills.
According to research results, the ratio of the importance of skills soft skills and hard skills, which is optimal
for recruitment of young professionals, is 61 % and 39 % respectively. The most important, according
to employers, is the ability to assume responsibility — 62,1 %, the attempt to develop — 56,9 %, persistence —
48,3 %, sociability — 51,7 %. The need for these skills for companies will continue until 2030, where
the greatest need, according to the representatives of companies, will be precisely in the developed emotional
intelligence, as a combination of the necessary competencies of personal and interpersonal development [14].
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Figure 4 — Guidelines for improving the emotional intelligence in organizations
Source: based on [9; 17]

In a 2017 EY study on strategic prospects in Ukraine’s labor market, one of the most needed
competences in the next 3 years are socio-emotional skills — 56 %, compared with cognitive — 83 % and
technical — 50 %. The company’s research also highlights the importance of employee engagement, which
consists of emotional and active components, and directly affects customer satisfaction and company
performance [15; 16].

After studying the experience of development and management of emotional intelligence, we can
propose practical recommendations for its development in organizations. The recommendations are
presented in the form of a scheme with a breakdown into the main four phases: preparation, training,
exchange maintenance at the same level and assessment (Fig. 4).
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This scheme reveals practical steps toward leadership in each phase of how to promote and enhance
the emotional intelligence in the workplace. They are applicable in organizations where developmental,
social and emotional learning efforts are being implemented. These guidelines mainly include the use
of entrepreneurship efforts, as well as training in control skills, diversification, teamwork, leadership,
conflict management, stress management, and so on.

Conclusions. Thereby, it has been proved that for all levels of management it is important to develop
an emotional intelligence, since it significantly affects the work of the staff, the environment in the team,
the achievement of the necessary results, the expansion of the activity and construction of the organization’s
image. El especially important today when executives have to face most of their working time with force
majeure, in which the emotional component prevails. Managers should perceive and understand emotions,
use and manage them to motivate themselves and their staff. Managers who take the time to learn and truly
listen to their employees, make the most of emotional intelligence as an instrument in building
a management strategy. Most employees value this attitude and work more efficiently, listening to their boss.
They are more loyal to their company. The emotional intelligence allows managers to see in their employees
the satisfaction of the conditions, their ability to cope with the set tasks, which teams will be more able
to work, or can they achieve the desired tasks. The application of emotional intelligence in management will
allow us to reach new heights of the company and will significantly increase the efficiency of the staff.
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