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Abstract
With the advancing customer needs, it becomes important for companies to predict what they will think and
feel and adapt accordingly. Understanding and managing the emotions of internal and external stakeholders
can help organizations improve the quality of their innovations. The purpose of this paper is to understand
how EI skills can drive creativity and innovation in organizations. The paper through a systematic literature
review presents the various intervening variables, that is strategies and behavior, that can ignite the
relationship, highlights the role of EI in various stages of the innovation process, proposes a conceptual
model illustrating how EI drives creativity and innovation, and identifies research gaps in the area. The
findings will help professionals build EI competencies and use them to drive creativity and innovation, and
organizations to promote factors that support the relationship. It will allow academics to drive new research
using the research gaps identified.
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1 Introduction

With the needs of the customers and society at large evolving, it becomes important for companies
to predict what consumers will think and feel, and adapt their strategies accordingly. Companies
failing to do so will fail to be relevant. The essence of organizational growth and survival in
current times is creativity and innovation, and businesses respond by either meeting or exceeding
the expectations of their customers and of society. Technological development and intense global
competition have led to an increasing emphasis on creativity and innovation. The area of creativity
and innovation is a vast field and has been explored by various researchers (Baccarella, Maier,
Meinel, Wagner, & Voigt, 2022; Bulut, Kaya, Mehta, & Danish, 2022, 2022; Gelaidan, Houtgraaf,
& Al-kwifi, 2022, Khalili, 2018; del-Corte-Lora, Vallet-Bellmunt, & Molina-Morales, 2017, etc.).
At the core of innovation are ideas and it is people in the organizations that create and modify
ideas. It, therefore, becomes important to understand what motivates the innovative behavior of
employees (Zhang, Chen, & Sun, 2015).

The ability of organizations to continuously create and innovate depends on a number of
innate and extraneous factors. While managing and controlling the extraneous factors might
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be difficult, the recognition and handling of human variables like emotion and logic can play a
pivotal role in increasing managerial effectiveness, job performance, and in improving the quality
of innovations (Yuvaraj & Srivastava, 2007; Hess, 2014)). The contradiction between control
and creativity can create tension, frustration, and irritation in employees who are attempting to
come up with something new that is far removed from the existing systems and practices in the
organization. Managing these emotions and taking advantage of them rather than falling victim
to them is critical for successful creative outcomes and emotions (Zhou & George, 2003).

The area of Emotional Intelligence (EI) has also been explored by various researchers (Ansari
& Kumar, 2022; Hawthorne & Chikeleze, 2022; Zhou, Weina, & Yan, 2022; Mathur, Vikas, Garg,
Dagar, & Verma, 2022). EI, which in short is a blend of awareness of self, control over self,
empathy, and social skills is time and again underplayed when compared to a number of other
skills like drive, mental toughness, and analytical ability, Schlecht (2013). According to Rosete
and Ciarrochi (2005), executives adept at comprehending their own feelings and those of others
have a higher probability of achieving business outcomes and being considered effective leaders.
EI skills can help in augmenting the quality of innovation and its processes.

Customers look forward to building connections with the companies that serve them. Society,
on the other hand, looks forward to businesses contributing through innovation to employment
and growth which in turn helps to improve their lives. To develop an understanding of the needs
of customers, users, and members of society it becomes important to connect to them at a deeper
and emotional level. Employees that are emotionally intelligent are on a better footing to build
this connection and deliver a genuine experience, leading to a competitive edge vis-a-vis other
competitors. Contrary to treating each interaction as a transaction, personalizing the buying
experience of the customers can be the key to successful innovations. These interactions also give
hints to companies about what benefits society as a whole. Managing emotions intelligently can
help executives drive their customer and society-driven organizations to sustain in the current
hostile and unpredictable environment (Suliman & Al-Shaikh, 2006; Lassk & Shepherd, 2013).

The global crisis of the pandemic in 2020 brought into focus the importance of EI as a critical
skill for the future, Insights (2021). Organizations to tide over the crisis were forced to innovate
and explore new ways of doing business by being sensitive to the needs of different stakeholders.
The need to establish clearly the significance of emotional intelligence in organizational innovation
initiatives is therefore crucial. Also important is the need to understand the effect of the intervening
variables on the relationship between EI and innovation. A lack of understanding of the intervening
variables might lead to futile organizational efforts toward building the EI of employees to drive
innovation. Following the above line of thinking the researcher in this study explores how innovation
and creativity in organizations are driven by EI and the variables intervening the relationship.

Literature offers examples of meta-analysis done exploring EI and entrepreneurial intentions
(Maio, Humphrey, Qian, & Pollack, 2018), a review of the effect of EI on health care (Aldaod,
Sweis, Alawneh, & Jaradat, 2019), a systematic literature review on EI and conflict management
(Winardi, Prentice, & Weaven, 2022), a systematic and meta-analytical review exploring the
impact of EI on hospitality employees’ work outcomes (Zhu, Doan, Kanjanakan, & Kim, 2022),
and a multidisciplinary scoping review of literature focusing on empathy, compassion, mindfulness
behaviors or emotional intelligence, and working with the public (Pionke & Graham, 2021). An
absence of a systematic literature review converging the two fields of EI and creativity and
innovation further motivated the current study. Ignoring how organizations can use EI to drive
creativity and innovation might lead to a dispassionate workforce, dissatisfied customers, and
deteriorating organizational performance, Schlecht (2013). The novelty of this study lies in its
objective to converge the two fields of EI and innovation and creativity, and explore how EI
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drives creativity and innovation initiatives in organizations. Such a study, it is hoped, will help
organizations identify the various strategies that need to support their efforts to build the EI skills
of their employees to promote innovation and creativity. Stated below are the questions that
directed the study:
• How does EI drive creativity and innovation?
• Does EI directly impact creativity and innovation or there are intervening variables that moderate

or mediate the relationship?
• How does EI support different stages of the innovation process?

To address the above questions the researcher employed the systematic literature review
(SLR) process defined by Transfield, Denyer, & Smart (2003) to integrate and evaluate literature
in the domain of EI and innovation and creativity. Using the relevant search strings, journal
articles appearing in the electronic databases of ABI Inform (Proquest), EBSCO (Business Source
Complete), and Emerald Insight were identified. It was anticipated that the identified journal
articles exploring the relationship between EI and innovation and creativity, across industries, would
help to highlight how EI drives creativity and innovation and the intervening variables affecting
the relationship and demonstrate its role in different stages of the innovation process.

The paper has been organized into the following sections. First, how literature defines EI and
creativity and innovation has been given. Next, a description of the methodology followed for
identifying the papers for literature review is detailed followed by a diagrammatical understanding
of the role of EI in different stages of the innovation process. This is followed by integration of
the analysis of the identified papers by presenting research exploring the relationship between
EI and creativity and innovation, the stakeholder focus while managing emotions, the variables
that mediate and moderate the relationship between EI and creativity and innovation, and a
conceptual model proposed illustrating how EI drives creativity and innovation in organizations.
The paper concludes by highlighting the research gaps identified through the SLR and future
research directions.

2 Conceptual Understanding

2.1 What is EI?
The origin of EI can be tracked down to the works of Mayer, Salovey and Caruso (2006) and
Thorndlike (1920) created the word social intelligence to represent the skills required to understand
and manage people. Although the term EI was used first by Payne (2013), Salovey and Meyer
(1990) expressed that emotions could improve rational thinking and it was better for individuals to
work with rather than against their emotions. In fact, EI can help entrepreneurs to be innovative
and successful by utilizing their emotions (Ngah & Salleh, 2015).

The literature discusses three models of EI: (1) the ability model, (2) the trait model, and the
(3) the mixed model. Salovey and Grewal (2005) proposed the ability model wherein individuals
had diverse capabilities to handle and react to emotional circumstances, thereby developing
behaviors to adapt and deal with social situations. Petridas, Pita, and Kokkinaki (2007) through
their trait model proposed that EI represented a bundle of self-perceptions working at the lower
levels of personality. This model relied primarily on self-measurement and was different from the
human cognitive ability that formed the foundation for the ability-based mixed model proposed
by Goleman (1995) that described EI as a wide arrangement of skills and competencies steering
leadership performance. According to him emotional competencies were not inborn attributes but
were skills that could be learned and perfected (Hess, 2014). According to Lindebaum (2009),
organizational endeavors to develop EI may however be impaired by three barriers: (i) interindustry
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barriers arising due to the influence of male-dominated culture, (ii) intra-organizational barriers
arising due to the differing motivational backgrounds of employees, and (iii) intrapersonal barriers
due to differences in the management of emotions.

There have been various definitions of EI offered by various authors. Table 1 presents a
conceptual understanding of the same.

Table 1. Conceptual understanding of EI

Understanding EI Authors
The individual’s ability to appreciate their own and the emotions of other people,
to distinguish between different feelings and mark them suitably and use
information about emotions to guide behavior and thinking.

Goleman, 1996

The potential of individuals to credibly recognize, exhibit, comprehend, control,
and balance others and their own emotions.

Parke, Seo, & Sherf,
2015

Model of EI consisting of five inter-related components of awareness of self,
ability to regulate self, motivation, empathy, and social skills.

Goleman, 2004

EI is a part of social intelligence involving the capability to keep a check on the
feelings and emotions of one’s own self and that of others, to distinguish among
them, and to use the understanding to direct the self’s thinking and action. It is
the propensity to appreciate and express emotions, understand and use them,
and manage one’s own and the emotions of others.

Salovey & Mayer,
1990

EI is the capability to understand precisely, assess and demonstrate emotion;
acquire and/or initiate feelings when they promote thought; understand emotion
and emotional knowledge; and manage emotions to encourage emotional and
intellectual growth.

Mayer & Salovey,
1997

Six dimensions describe EI (i) compassion, (ii) understanding of emotions of
other people, (iii) control over self against critique, (iv) encouraging self, (v)
controlling emotions, and (vi) comprehending one’s emotions.

Rego, Sousa, Pina e
Cunha, Correia, &
Saur-Amaral, 2007

EI can be described as an arrangement of non-cognitive skills, aptitude, and
capabilities, that impact an individual’s ability to survive the pressures of the
environment.

Martinez, 1997

EI as a mixed model including twenty-five grouped into five capabilities:
awareness of self (awareness of emotions, precise judgment of self, confidence in
self), managing self (control over one’s own self, having credibility, being mindful
and dutiful, being resilient and innovation), inspiration (motivation to achieve,
dedication, enterprising, optimistic), empathy (understanding and helping others
grow, inclination to serve, promoting diversity, being politically aware), and
social skills (having the ability to direct, communicate, manage conflicts, lead,
bring about changes, build relationships, collaborate, and work in teams).

Goleman, 1995,
1998a

Team EI is the ability of a team to evolve a set of standards for directing and
controlling emotional processes which contribute to the collaborative efforts of
team members and bonding amongst the members.

Druskat & Wolfe,
2001

Trait EI can be understood as an appreciation of one’s emotions defining the
lower levels of personality hierarchies and integrating the affective elements of
personality.

Petrides et al., 2007

Competencies such as awareness of the self, ability to regulate self, and motivation are
personal competencies of individuals, while empathy and social skills are social competencies used
when interacting with others (Yang, 2016). According to Fineman (2006a), there might not be
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universalization of the concept of EI; what constituted EI action in one culture or sub-cultural
setting may not be so in another.

EI can also be applied to corporates with vision and core values reflecting self-awareness,
corporate regulations reflecting self-regulation, motivation reflecting incentives the organization
offers its employees, empathy getting reflected in customer relationships, and finally, social skills
corresponding to stakeholder management (Yang, 2016).

A school of thought talks about the downsides of being emotionally intelligent with a study
finding that the stress levels of emotionally intelligent people were found to be higher than the
ones with lower EI. The stress levels of the former took a longer time to return to base levels.
The study also found that Machivellians with high EI had no regrets about embarrassing their
peers for personal gains (Blaszczak-Boze, 2017). Individuals with high EI are also highly likely to
resist one’s impulses and take measured decisions, thereby leading to risk avoidance. Emotionally
intelligent employees are also found to focus more on building relationships rather than challenging
the status quo. Lack of risk-taking and the inclination to avoid challenging the status quo might
be counter-productive to innovation (Chamorro-Premuzic & Yearsley, 2017).

The divergent views on emotional intelligence further drove the researcher to explore the
literature to understand the association between EI and creativity and innovation.

2.2 Creativity and innovation
As per Amabile (1983), creativity forms the basis for innovation wherein the latter may be
considered the successful execution of creative ideas in an organization. It is widely agreed
that creativity is a precondition for a higher degree of innovative behavior in an organization
(Amabile, 1988,1997; Sarooghi, Libaerset, & Libers, 2015). Amabile (1988), defines creativity
as the “production of novel and useful ideas while innovation is the refining and implementation
of these ideas so that it has an application” (p.26). Creativity can be described as developing
practical solutions to problems, or new and compelling ideas across disciplines, which design
products and/or artifacts and influence thinking. As a product, the discovery is not only to be new
but also useful, relevant, elegant, economical, or valuable. It can also be considered as a mix of
imagination, knowledge, and assessment indicating an attitude toward the positive and beneficial
use of creativity (Barron, 1969; Zhou & George, 2003; Isaksen, Dorval, & Treffinger, 2011).

According to Schumpeter (1935) innovation can be understood as a new combination of
current or new knowledge, resources, equipment, and other factors. According to Peter Drucker,
innovation being a structured or systematic process is about generating new business opportunities
through technologies, processes, products, services, business models, etc. It is important for one
to be proactive and search for the sources of innovation and make use of them (Drucker, 1985).
Carter (2007) is of the opinion that innovation that is new to a particular firm may or may not
be new to the world. In many studies, innovation has been explored as a stage process, with
Narayanan (2001) proposing innovation as a problem-solving process starting with opportunity
recognition, solution identification, and development and commercialization or implementation.

3 Methodology

The procedure described by Transfield et al. (2003) was used to do the strategic literature review
(SLR). The process comprised three stages: planning for the SLR, execution, and reporting. The
first step was to define the research objectives and detail the different steps to be followed to
identify the relevant literature for this study. The potential bias for data collection and risk of
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error was reduced by clearly defining the search strategy and criteria to be followed for including
and excluding papers (Dasgupta, 2021).

Collecting and sorting the data formed part of the second stage. Predefined search words
and search criteria regarding the year of publication of the paper, the language, and the nature
of the paper were used. A systematic approach was followed to make the process replicable.
Firstly, the academic search boundary was laid down to using electronic journal databases with the
understanding that these databases have significantly improved the dissemination and accessibility
of journal articles. Secondly, as the aim was not to restrict the literature search to any particular
journal classification, say those appearing in ABDC or ABS or any other, a comprehensive search
using the keywords identified was run using the electronic databases of ABI Inform (Proquest),
EBSCO (Business Source Complete), and Emerald Insight to reach saturation with respect to
new papers being picked up by the search. The search was restricted to peer-reviewed academic
articles written in the English language (Dasgupta, 2021). The period selected for the study was
limited to the years 2000 to 2020. It is a regular practice to have articles comprising 20, 25, or 30
years of studies in review papers (Furrer, Thomas, & Goussevskaia, 2008).

A search string based on the Boolean practice was used. A simple “AND” operator was used
amongst keywords. The use of “*” following a word was deployed so the search would comprise
alterations of the word. The use of quotation marks (“ ”) across a few terms was to solely search
for that particular term. A set of keywords, as well as several alterations of the search, were
used, including emotional intelligence, emotional management, emotional competency, managing
emotions, creativity, and innovation. The initial search resulted in 13,577 papers. After applying
the exclusion criteria as mentioned and elaborated in the methodology (Figure 1), a total of 28
papers were shortlisted. Additional 4 papers were identified by going through the references of the
selected papers. The research questions guided the inclusion criteria that enabled to reduce the
number of articles that were possibilities for inclusion;

• Does the paper discuss EI and innovation?
• Does the paper discuss EI and creativity?
• Does the paper explore the association between EI and innovation?
• Does the paper explore the association between EI and creativity?
• Does the paper explore the association between EI and innovation and creativity?

Papers not meeting the above inclusion criteria were excluded. That is papers discussing either
EI or innovation/creativity were not included as part of the sample for analysis. Also, papers
making a passing reference to the concept of EI but not exploring its association with innovation
and creativity were excluded.

Excel spreadsheets were created at various stages. The initial spreadsheet, downloaded from
the electronic database, listed all the papers. A final spreadsheet, after applying the exclusion
and inclusion criteria, was created to keep track of the papers selected. Duplicate records along
with grey literature consisting of doctoral theses, conference articles, and workshops were deleted.
Information about the specifics of the paper that would help in the in-depth analysis of the research
was captured in the spreadsheet (Dasgupta, 2021).

The third stage of the SLR, as per Transfield et al., (2003), consisted of analyzing and
synthesizing the organized data. Data analysis included the geographic location and industries
where the studies were carried out, the research methodology used, the intervening variables
moderating and mediating the relationship between EI and creativity and innovation, the variables
controlled by the various studies, and the stakeholders in focus with respect to the management
of emotions. A systematic content analysis of the research papers (Braun & Clarke, 2006) also
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Provided 13,577 papers

Provided 152 papers

Provided 137 abstracts

Provided 68 full texts

Total 32 manuscripts (peer-
reviewed articles) qualified for 

the literature review (Final 
Set)

Level 2

Title & Keywords

Added 4 full texts traced by going 
through references of the selected 

manuscripts  

Level 1

Database (Search Words used ; Database: 
EBSCO, Emerald Insight, Business Source 

Complete, ABI Inform (Proquest) 

Search terms “ Emotional intelligence”, 
“Emotional management”, “Emotional 
competency”, “Managing emotions”,” 

“Creativity”, and “Innovation”

Level 3

Abstracts

Excluded 15 duplicate entries/ grey 
literature (conference proceedings, 

thesis book chapters  

Excluded 40 full texts that did not 
bring out association between 

innovation and EI (Refining the list 
by strictly limiting to the research 

objectives)  

Inclusion Criteria

Year of Review: 2000-2020

Document Type: Article

Limit: Peer-Reviewed / Full Text

Publication Type: Academic Journal

Excluded 69 abstracts that did not 
discuss about EI and 
creativity/innovation  

Figure 1. Methodology of paper selection

helped identify how EI can help innovators in different stages of the innovation process. For the
sake of simplicity, the three-stage process of innovation proposed by Narayana was used for the
illustration. The stage gate process requires details that the researcher felt could be obtained
only through an empirical study, and not through a content analysis of existing literature. As
the objective was to get an understanding of the intervening variables impacting the relationship
between emotional intelligence and creativity and innovation, the categorized moderating and
mediating variables were studied to document their impact on the relationship. A conceptual
model was, thereafter, proposed and research gaps were explored.

4 EI and innovation and creativity

Creativity and innovation to a large extent depend on the ability to assess and solve complicated
problems that require both rational and emotional skills. An innovator self-aware of his or her
skills and competencies is better able to identify a role in the innovation process. Experimentation
and innovation of new ideas, and their implementation when needed become more noticeable as
the employees start managing their own and the emotions of their coworkers in more intelligent
ways (Singh, 2007; Tsai & Lee, 2014).

The EI skills of social awareness encompassing empathy, awareness of the organization, and
orientation towards service enable problem solvers to assess the influence of their solutions and the
way in which the solutions are understood and accepted by the most affected individuals. Control
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over self, trustworthiness, adaptability, conscientiousness, drive for achievement, and initiative that
describe the EI skills of self-management help innovators to consistently set a record of accom-
plishment, and earn the trust of both external and internal audiences. Relationship management
including skills like influence, communication, managing conflict, leadership, developing others,
being a stimulus for change, and building bonds and teamwork helps innovators to convey desired
outcomes, influence stakeholders, and effectively manage conflict (Hess, 2014).

Figure 2 illustrates how EI can help innovators in the various stages of the innovation process.

Idea Generation

Promotes a positive, 
inquisitive, inclusive, and 
sensitive approach to idea 
generation

Execution

Promotes effective management 
of physical, emotional, and 
psychological resources for 
implementation to meet 
organizational and 
environmental demands

Idea Evaluation / Development

Promotes exploration, and evaluation of 
alternative routes to problem-solving through 
the communication of ideas and management of 
conflicts and disagreements

Figure 2. EI in stages of the innovation process Source: Author’s representation (based on understanding
from literature)

In the stage of idea generation EI helps employees to enhance their thinking and explore
and generate creative ideas for problems identified. It promotes sharing of knowledge and ideas
with others leading to building varied perspectives and better insights, especially from the field’s
gatekeeper who judiciously preserves or rejects original products. EI helps employees to develop a
positive attitude toward experimentation and be open to trying out new ways of dealing with issues
and problems in adverse situations. It helps leaders to be cautious and unbiased when evaluating
ideas, thereby also promoting employees to feel free to suggest exorbitant ideas (Rego et al, 2007;
Singh, 2007; Barczak, Lassk, & Mulki, 2010; Castro, Gomes, & de Sousa, 2012; Zhang, Chen, &
Sun , 2015; Jafri, 2018; Hou, Yuan, Hu, Huang, & Liu, 2020; Yin, Jia, Ma, & Liao, 2020).

In the stage of idea evaluation and development, EI encourages the evaluation of ideas leading
to the modification of original ideas and the awakening of further creative ideas. It helps to
bring together inter-disciplinary and inter-department teams for a common purpose. EI helps
managers to better verify the feasibility of ideas, forecast implications, and gain support. Employees
with EI are able to manage conflicts and disagreements with respect to alternative routes to
problem-solving (Rego et al., 2007; Castro et al., 2012; Tsakalerou, 2016).

Employees in the stage of execution have to withstand organizational and environmental
demands for performance. EI enables employees to manage emotional resources, pushing them to
invest more psychological resources to constructively cope with the related pressures and risks. It
helps in effective planning and scheduling for implementation and helps employees to integrate the
acquired new inputs with existing practices of the organization (Rego et al., 2007; Singh, 2007;
Barczak et al., 2010; Castro et al, 2012; Tsai et al., 2014; Zhang et al., 2015; Jafri et al., 2016;
Hou et al., 2020; Yin et al., 2020).

5 Results and Discussion

The SLR is based on the analysis of 32 papers, of which 28 are empirical and 4 are conceptual
papers. The time period of the study was 2000-2020, and as is evident in Figure 3 the years
2011-2015 saw a marked increase in interest in the domain with again a slight dip during the years
2016-2020. The period 2011-15 exhibits an interest in studying the EI skills of leaders/managers
and the impact on the employees’ creativity.
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Figure 3. Trend of research in the area (number of papers)

As is evident from Figure 4 United States rules with respect to interest in the domain among
scholars, followed by China. A couple of other countries where the area has been explored are
India, Japan, Spain, the European Union, etc., but very little research has been done (1 publication
each).

5.1 Commonly adopted methodologies
The data analysis (Figure 5), surprisingly, shows that all the researchers (100%) have adopted
quantitative research methods to explore the area of research. No research has tried to explore
the domain through either a qualitative study or a combination of qualitative and quantitative
techniques. Under the quantitative research methods tools like correlational analysis, hierarchical
multiple regression, non-parametric tests regression, structural equation modeling, and partial
least square methods have been used.

5.2 Industry focus
As is evident from the analysis (Figure 6) 29 percent of the research involves a cross-sector study.
In the remaining research, the focus has been primarily on the services industry like business
consulting, education, healthcare, telecommunication, etc. There has been no focus on studying
EI and its impact on innovation in the manufacturing sector.

5.3 Stakeholder Focus
Although businesses majorly innovate while keeping their customers in mind, the majority of the
research in the area (around 85 percent) (Figure 7) has focused on managing and understanding
emotions in interactions with internal stakeholders that is the employees, fellow colleagues, or
the team members. Very little research, to be precise 4 papers, has focused on the external
stakeholders, that is understanding and managing emotions when interacting with customers or
other members of society.
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5.4 Control variables
There are various variables that have been found to influence innovation and creativity or EI.
Researchers have controlled for these variables when studying the relationship. Table 2 depicts
the variables controlled for in the area of research.

http://www.open-jim.org
http://creativecommons.org/licenses/by/3.0

10

http://www.open-jim.org
http://creativecommons.org/licenses/by/3.0


Dasgupta

14

10

5

5

10

19

29

5

5

Educational

Telecommunication

Medical

Construction

Healthcare

Services / Business Consulting &…

Across industries

Financial

Travel Agency

0 5 10 15 20 25 30

Spread of research-Industry 

Figure 6. Industry focus (%)

Internal Stakeholder 
Management; 85

External Stakeholder 
Management; 15

Figure 7. Stakeholder focus (%)

Table 2. Control variables

Variable Paper
Employee’s tenure Hou et al, 2020; Yin et al., 2020; Jafri, 2018; Jafri et al., 2016; Carmeli et al.,

2013
Age Hou et al., 2020; Yin, et al., 2020; Barczak et al., 2010; Jafri, 2018; Jafri et al.,

2016
Gender Hou et al., 2020; Yin et al., 2020; Jafri et al., 2016
Educational level Yin et al., 2020; Carmeli et al., 2013
Functional diversity Barczak et al., 2010
Team size Barczak et al., 2010
Qualification Jafri, 2018
Types of Jobs Carmeli et al., 2013
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Literature gives conflicting results with respect to gender differences in EI, wherein they do not
seem to differ in terms of total EI but may differ on specific competencies. Females are found to
be more empathetic than their male counterparts. Results suggest that it is the higher empathy of
females and not the gender that explains higher employee creativity (Rego et al., 2007). Suliman
and Al-Shaikh (2006) in their study found that highly educated employees tend to report higher
levels of EI and showed higher levels of readiness to create and innovate as compared to less
educated employees.

5.5 Indirect impact through mediator and moderator variables
As is evident from the analysis (Table 3), research in the area has tried to explore the relationship
between EI and creativity and innovation under the influence of various mediating and moderating
variables. In a couple of studies, EI has been explored as a mediating or moderating variable. The
focus, of the study, however, is more on the other intervening variables that either mediate or
moderate the relationship.

Table 3. Intervening variables – A O illustrates the relationship was proved; a cross (X) not being
proved

Variable
Name

Conceptual Understanding Mediating Moderating Between Paper

Project
Complexity

Three dimensions of
complexity- (i) Complexity
of faith involving uncertain
outcomes but faith in the
process (ii) Complexity of
fact involving a large
portion of interconnected
factual data, although no
real unpredictability is
there in the process; (iii)
Complexity of interaction
involving unclear and
conflicting interests of the
parties where
inter-relationships are
important (Williams,
2002).

O EI and Innovative
New Product
Development
Processes

Tsakalerou,
2016

Innovative
Process
Engagement

Innovative process
engagement is the process
of interest individuals take
in innovation and also the
degree of their input into
the process of innovation
or its associated activities
(Zhang & Bartol, 2010).

O EI and Innovative
Behavior

Hou et
al., 2020
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Variable
Name

Conceptual Understanding Mediating Moderating Between Paper

Organization
Political
Climate

An organization’s political
climate can be inferred
from the emphasis on
modes used to impose
power, political, tie-ups in
an organization, etc. (Hou
et al., 2020).

O EI and Innovative
Process
Engagement

Hou et
al., 2020

Conflict
Management
Styles

Are conflict-handling
approaches wherein
conflict refers to a process
when one group considers
that the other has
infuriated, or is about to
infuriate, some of its
concerns (Thomas, 1976).

O EI and Innovation
Performance

Zhang
et al.,
2015

Organization
Climate

Can be understood as a
set of quantifiable
attributes of the work
environment, understood
either directly or indirectly
by the people living and
working in the
environment and it is
supposed to impact their
drive and behavior (Litwin
& Stringer, 1968).

X EI and Innovation
Performance

Castro
et al.,
2012

Gender Male vs Female O EI and Employee
Creativity Skills

Rego et
al., 2007

Team
Passion

Passion can be understood
as a strong leaning
towards an activity that
people like, consider vital,
and in which they spend
their time and energy
(Vallerand et al., 2013).

O Team Leader’s
Conflict
Management
Style and Team
Innovation
Performance

Yin et
al., 2020

Team EI Team EI is the ability of a
team to evolve a set of
standards for directing and
controlling emotional
processes which contribute
to the collaborative efforts
of team members and
bonding amongst the
members (Druskat &
Wolff, 2001).

O Team Leader’s
Conflict
Management
Style and Team
Passion

Yin et
al., 2020
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Variable
Name

Conceptual Understanding Mediating Moderating Between Paper

Team Trust Can be understood as the
degree to which a person
is positive about and ready
to act on the premise of
words, decisions taken,
and actions of another
(Kanawattanachai & Yoo,
2002).

O Team EI and
Collaborative
Culture

Barczak
et al.,
2010

Work
Engagement

Can be referred to as a
favorable work-related
state of mind portrayed by
vigor, dedication, and
absorption (Schaufeli et
al., 2009).

O EI and Creativity Toyoma.
&
Mauno,
2017

EI (trait) Trait EI can be understood
as an appreciation of one’s
emotions defining the
lower levels of personality
hierarchies and integrating
the affective elements of
personality (Petrides et al.,
2007).

O Social Support
and Work
Engagement

Toyoma.
&
Mauno,
2017

Job
Autonomy

Refers to the extent to
which the job provides
significant freedom to the
individual in organizing
work and in ascertaining
the processes to be used in
executing it (Jaffri, 2018).

O EI and Employee
Creativity

Jafri,
2018

Supervisor
Support

Refers to the extent to
which employees have a
feeling that their
supervisor or manager
values the contributions
made to them and care
about their welfare
(Eisenberger &
Stinglhamber, 2011).

O EI and Employee
Creativity

Jafri,
2018

Proactive
Personality

Can be understood as
one’s temperament
towards taking personal
initiatives to impact one’s
environment (Bateman &
Crant, 1993).

O EI and Employee
Creativity

Jafri et
al, 2016
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Variable
Name

Conceptual Understanding Mediating Moderating Between Paper

Organizational
Climate

Can be understood as a
set of quantifiable
attributes of the work
environment, understood
either directly or indirectly
by the people living and
working in the
environment and it is
supposed to impact their
drive and behavior (Litwin
& Stringer, 1968).

O EI and Employee
Creativity

Jafri et
al, 2016

EI EI is the capability to
understand precisely,
assess and demonstrate
emotion; acquire and/or
initiate feelings when they
promote thought;
understand emotion and
emotional knowledge; and
manage emotions to
encourage emotional and
intellectual growth (Mayor
& Salovey, 1997).

O Entrepreneurship
Development
Programme and
Entrepreneurial
Abilities
(creativity)

Ghosh &
Rajaram,
2015

Generosity Can be understood as an
expression of prosocial
behavior where the
individual believes that the
behaviour will benefit the
person or persons to
whom it is aimed (Brief &
Motowidlo, 1986).

O EI and Creativity Carmeli
et al.,
2013

Vigor Can be understood as a
set of connected
noncognitive states (e.g.
energy) felt at work
(Shirom, 2010).

O EI and Creativity Carmeli
et al.,
2013

University
Subject
Domains

Domains of study like
technical and natural
(T&N) sciences, social
sciences, and arts

O EI and Creativity Sanchez-
Ruiz et
al., 2011

The mediating and moderating variables can be further categorized into individual and organi-
zational attributes (Table 4).

Mediator variables
An organization’s climate was interestingly found to not mediate the relationship between EI and
employee creativity suggesting a direct link between a leader’s EI and the creativity of employees
irrespective of the climate (Suliman & Al-Shaikh, 2006). In one of the studies, Ghosh and
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Table 4. Categorization of intervening variables

Individual Attributes Organizational
Attributes

External Environment
Attributes

Mediator
Variables

-Innovative process engagement
- Conflict management styles
- Organizational climate
- Team passion
- Work engagement
- Generosity
- Vigor
- Self-motivation
- Job resourcefulness
- Organizational commitment
- Positive affect

-Environmental
uncertainty

Moderator
Variables

-Gender
- Team trust
- Proactive personality
- Subject domain
- Cultural intelligence
- Individual success

-Job autonomy
- Organizational
support
- Organizational climate
/ Organizational
political climate
- Project complexity

Rajaram (2015), have explored the relationship between entrepreneurship development programs
and entrepreneurial abilities like creativity, with EI mediating the relationship.

Innovative process engagement is found to mediate the relationship between EI and innovative
behavior. Innovative process engagement, reflecting an individual’s work engagement is affected
by emotional factors. Work engagement in the innovative process gets affected by both positive
and negative emotional states. According to Zhang and Bartol (2010), high innovative process
engagement, by strengthening individuals’ efforts and resource inputs in problem identification,
information gathering, and solution finding, promotes innovative behavior. Individuals with high
levels of EI are more effective than those with low levels in resolving conflicts. An integrating style
of conflict management, that involves high concern both for self and the other person and an
effort to reach a solution that satisfies both individuals, mediates the relationship between EI and
innovation. Employees with high EI, in situations of conflict, are capable of controlling emotions
and understanding the emotions of their colleagues. They are likely to show cooperative behavior
to find constructive solutions. Integrating style contributes to constructive conflict, encouraging
employees to communicate their ideas, face conflict, convey the inclination to resolve conflict, and
try to come up with new and creative solutions to problems. Compromising and demanding styles
of conflict management might on the contrary lead to destructive conflict, thereby reducing an
organization’s innovation performance. Differences in the culture of countries, however, exhibit
different results with respect to the use of different conflict management styles and therefore the
impact of EI on innovation performance. Managers in different countries can try to adopt the
appropriate conflict management style (Zhang et al., 2015).

Team passion is found to partially mediate the relationship between a team leader’s cooperative
conflict management style and team innovation performance. Through active communication, a
team leader’s cooperative conflict management style, helps members feel involved thus driving
them to spend time and energy on work that enhances team passion. This passion would encourage
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and motivate team members to innovate, thus promoting team innovation performance. Leaders
can try to strengthen the team culture to increase the mutual understanding of the team, thereby
boosting team passion (Yin et al., 2020).

Work engagement referring to a positive work-related state of mind identified by vigor,
dedication, and absorption, is found to mediate the relationship between EI and creativity. Positive
emotions and motivation play a critical role in this relationship. Vigor is a critical constituent
of work engagement that mediates the relationship between EI and creativity. Higher EI might
both directly and indirectly promote the creativity of employees by improving work engagement
(Toyoma & Mauno, 2017).

Emotionally intelligent employees demonstrate a high degree of generosity that nurtures a
sense of vigor which in turn promotes creativity. Emotionally intelligent employees use their
emotions to understand their social surroundings which helps them to know when and how they
need to be generous. This is important in organizational life where work is highly interdependent,
and for the effective completion of tasks, helping behavior is very crucial. Also, the likelihood of
generosity being reciprocated among emotionally intelligent individuals is high because of their
ability to notice and respond to the needs of others. Generosity and more support within the
organization lead to an increase in vigor among individuals. Individuals with a sense of vigor in
most likelihood engage in creative processes and exhibit creative behaviors. Vigor activates a
sense of positive energy which in turn helps to nurture flexible thinking and explore innovative and
new ideas. If leaders, followers, and coworkers in the organization use and control their emotions
properly, they can create a trusting and compatible environment where sharing of ideas would be
encouraged thus making them feel vigorous and motivated to capitalize on their creative potential
(Carmeli et al., 2013).

Moderator variables
In one of the studies, Yin et al., (2020), EI measured for the team has been found to weaken the
effect of the team leader’s cooperative conflict management style on team passion. A possible
explanation given is that individuals with high EI having more emotional recognition and regulation
abilities cannot be easily integrated into team cooperation. Their personal emotions might affect
team emotions and weaken the role of the team leader’s behavior. Similarly, another study explored
EI as a moderator in a positive relationship between social support and work engagement to
creativity, with higher EI boosting the positive effect of social support on work engagement which
may be further associated with improved creativity. Higher EI along with higher social support is
related to the highest work engagement and creativity (Toyoma & Mauno, 2017).

Project complexity has been found to moderate the relationship between EI and new product
development with high complexity in fact, involving a huge amount of interdependent factual data,
having a strong correlation with the expected performance score of new product development.
Projects having high complexity with respect to uncertainty in outcomes were found to have a
negative correlation with respect to innovation performance outcomes, while high complexity of
interaction appeared to be unrelated to the performance score (Tsakalerou, 2016).

A strong negative organizational political climate is found to negatively moderate the effect
of EI on innovative process engagement. When an organization’s political climate is featured
as being unfair and biased towards self-interest it leads to the unfair distribution of innovation
resources, thereby reinforcing the employees’ impression of unfairness and uncertainty. This leads
to an exhaustion of their positive emotional resources, and weakening of the positive effect of EI
on innovative process engagement (Hou et al., 2020). Organizational politics in fact, in China,
has been found to escalate the complexity and uncertainty of the innovation environment. It is,
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therefore, suggested that organizations can try to remove the dark side of organizational politics
so as to drive employees’ positive innovative behavior. Organizational managers should value the
contribution and all-inclusive development of their employees (Liang & Yi, 2018).

It is found that EI promotes team trust that in turn stimulates a collaborative culture which
enhances the creativity of the team. In teams, both affective and cognitive trust increases the
ability of team members to work together. Emotionally intelligent team members are better able
to understand each other’s problems, communicate with each other, and reduce conflicts without
putting at risk the common team objectives. Team trust being a critical element, managers need
to create circumstances for formal and informal communication among team members (Barczak
et al., 2010).

Job autonomy and support from supervisors strengthen the relationship between EI and
employee creativity. Emotionally intelligent employees would be more creative if they are given the
freedom and independence in scheduling their work and in identifying the procedures to be followed
to carry out the tasks. According to Hackman and Oldham (1975), job autonomy creates a state
of mind of experienced responsibility for work outcomes, a feeling of empowerment, emotional
attachment, and engagement with work, motivation in turn leading to outcomes such as innovation
and creativity. Similarly, higher support from the supervisor helps employees feel heard, valued, and
cared about. Managerial support can provide psychological safety, autonomy, risk-taking, trust,
and feedback which are very much required for innovation and creativity. Organizations, therefore,
need to provide a certain level of autonomy and support to employees so that the employees can
work independently, feel motivated, and safe to utilize their talent to create something novel in
their organizations (Jafri, 2018).

In the field of education effect of emotions-related traits, especially sensitivity to emotions
and emotional instability, on creativity has been found to vary with subject-related domains. For
example, artists are found to be more impulsive and anxious, and less capable of controlling their
emotions as compared to scientists. According to Richards (1999), the emotional nature of the
work of artists might require them to express hardship and misfortune. Artists are also understood
to vent their emotions and resolve inner conflicts through their works of art. Feist (1998), has in
fact proposed high sensitivity as a requirement for creative works.

According to Schneider (1990) and Schneider, Smith, and Goldstein (2000), perceptions about
the organizational climate focus on the processes, practices, and behavior that are supported and
rewarded in an organization. An organizational climate which is the behaviorally oriented aspect of
culture influences work outcomes either positively or negatively. A positive climate gives employees
a sense of obligation and motivation that promotes innovation and creativity. In fact, individuals
having higher levels of EI help in creating and maintaining a climate that builds the organization.
When employees perceive the organizational climate as supportive and trusting where coordination
and control are possible through empowerment and involvement, where information is shared
freely, and where they are encouraged to develop their skills, employees use their EI to produce
creative ideas and work in new ways. Organizations should therefore work towards creating a
climate that promotes employees to use their EI which might further positively affect their level of
creativity (Jafri et al., 2016).

According to Bateman and Crant (1993), proactive individuals are found to take initiative,
eagerly work to steer their environment, and are always on the lookout for new information and
practices in order to better their performance. Proactive individuals are also found to have the
inclination to suggest new ways of doing tasks and generate new ideas to improve their initiatives.
Employees having high levels of EI have the capability to think in divergent ways, assess multiple
options, and come up with novel ideas (Jafri et al., 2016).
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6 Conceptual model summarizing the study

The theoretical contribution of the present study is a conceptual framework illustrating research
in the area of EI and creativity and innovation over the past two decades. Though research in
the domain has not been very vast the conceptual framework gives an overview of the efforts of
researchers in the area (Figure 8).

Emotional 
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Innovative process engagement
Conflict management styles

Work engagement
Generosity

Vigor
University subject domains
Environmental Uncertainty

Self-motivation
Job resourcefulness

Organizational commitment
Positive affect

Critical Thinking

Org Learning & 
Intellectual Capital 
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Managerial 
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Culture

Mediators
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Project complexity
Organization political climate

Team passion
Team Emotional Intelligence
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Supervisor support
Proactive personality

Organizational climate
Cultural intelligence
Individual success

Figure 8. Conceptual framework

As elaborated in the previous section, the relationship between EI and creativity and innovation
is in many circumstances not direct. It gets influenced by a number of intervening variables. EI
drives creativity and innovation by promoting critical thinking amongst employees, managerial
effectiveness, a collaborative culture, organizational learning, and the management of intellectual
capital.

Balaraman (1989) defined managerial effectiveness in behavioral terms which assessed managers
on specified job-oriented criteria such as awareness about cost, communication, delegation, and
interdepartmental cooperation. An emotionally intelligent manager is better equipped to undertake
activities to develop his/her potential further, finally leading to the development of the organization
(Yuvaraj & Srivastava, 2007). Critical thinking involves recognizing and challenging beliefs and
exploring and visualizing alternatives (Brookfield, 1987). Critical thinking is very important for
building creativity skills. According to McKee (2011), similar to critical thinking being important
for creativity, emotions are regarded as central to the critical thinking process. EI and creativity
merge in the critical thinking process.

A collaborative culture is the shared values and beliefs a team has about the organization’s
support for adaptability, open dialogue, advocating respect, working in a team, taking risks,
and diversity (Lopez, Peon, & Ordaz, 2004). A collaborative culture promotes employees and
teams to be more creative. EI, also, improves interactions among team members, facilitates the
management of intellectual capital, and affects innovation performance (Tsakalerou, 2016).
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7 Research gaps in literature and areas for future research

The SLR highlights a number of research gaps in the literature on the role of EI on creativity and
innovation.

Scanty research exploring the role of EI on innovation and creativity
The search has brought up limited research in the area in the last two decades, with only 32
papers getting identified in the period 2000-2020. This leaves ample scope for researchers to
explore the area.

Studies located predominantly in China and the United States
As is evident the present literature is dominated by studies done in China and the United States.
Efforts can be made by researchers in other geographies to study the relationship between EI and
creativity and innovation.

Quantitative techniques lead research in the area
Researchers have only adopted quantitative techniques to study the context. The prime focus
has been to measure the impact of EI on creativity and innovation. This leaves room open for
researchers to apply qualitative techniques to study in-depth and explore how EI propels creativity
and innovation.

The services sector is the focus of most of the studies
The services sector, education, healthcare, business consulting, financials, etc., has been the prime
focus of most of the researchers in studying how employees manage their and others’ emotions
and the impact on creativity and innovation. The manufacturing and other sectors have been
ignored. Future researchers can attempt to study how employees in the manufacturing sector use
EI skills to drive innovation and creativity.

Studying the impact of the various EI constituents
As the SLR documents, EI can be understood by understanding its various constituents. Researchers
can focus on studying the impact of the various constituents on innovation. For example, in the
study done by Suliman and Al-Shaikh (2006), the strength of the relationship between EI and
creativity decreased considerably when EI was broken into its constituent dimensions.

Exploring other intervening variables
The SLR brings out the various variables that moderate and mediate the relationship between
EI and creativity and innovation. There is a need to explore other variables, or in other words
strategies and behavior that can ignite the relationship between EI and creativity and innovation.
For instance, do personality traits of individuals or certain external environmental factors moderate
or mediate the relationship between EI and creativity and innovation?

Studies focused primarily on managing emotions with internal stakeholders
As is evident, the majority of the studies have focused on managing emotions with respect to
interactions with internal stakeholders, that is fellow colleagues. Customers are very important
stakeholders and in many instances the source of innovative ideas. There is very little research,
to be precise four papers, that have tried to explore EI skills with respect to interactions with
customers or any other external stakeholder. Future research can explore the relationship between
EI and innovation and creativity in the context of external stakeholder management.
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Focus on the process rather than the outcome
Focus in all the studies has been on the outcome, with no study exploring the process of managing
emotions leading to a creative or innovative outcome. This can be an interesting area of study for
future researchers.

Organizational climate – a mediator or a moderator variable
The current research has failed to exhibit organizational climate as a mediating variable between
EI and creativity and innovation. Future research can take this forward as a potential area of
exploration.

The negative impact of EI on creativity and innovation
Literature has portrayed the positive impact of EI on creativity and innovation. There have been
some very initial studies done to bring out the dark side of EI. The circumstances where high EI
might lead to a lower potential for creativity and innovation is an area that can be picked and
explored deeper by future researchers.

8 Practical implications

That EI has a positive impact on creativity and innovation is a signal for organizations to build the
EI traits of their employees that will help promote creativity and innovation. One of the objectives
of the paper is to explore the direct and indirect impact of EI on innovation and creativity and
the paper has highlighted the intervening variables influencing the relationship between EI and
creativity and innovation. Building the EI skills of their employees without ensuring the support of
various identified strategies and behavior may not lead to a positive outcome in organizations.
Organizations, therefore, need to ensure that the intervening variables or the strategies and
behavior identified in this paper support their efforts. The paper has attempted to illustrate the
role of EI skills in the different stages of the innovation process. Depending on the responsibility
of employees in the innovation process efforts can be made to nurture the relevant employee skills.
In the idea generation stage, employees can be encouraged to be sensitive and open to the ideas
submitted. Having a positive approach to suggestions would help employees not be defensive
of the problems identified in the existing products and service offerings. In the idea evaluation
and development stage, employees can be groomed to manage disagreements and conflicts when
exploring alternative routes to solving problems. Likewise, in the execution stage employees can
be groomed to effectively and efficiently manage different resources and emotional sentiments to
withstand pressures and meet targets.

9 Conclusion

Although complex technologies like artificial intelligence and robotics are ruling the world, it is still
the human connections and interface that stand out. Investment in building the EI competencies
can no doubt help firms to stimulate their employees, unleash more innovation, please their
customers, solve societal problems, and thereby lead to increased competitiveness. The study using
a systematic literature review of peer-reviewed articles helped to address the research questions
and identify the intervening variables that influence the relationship between emotional intelligence
and creativity and innovation. How emotional intelligence drives innovation and its role in different
stages of the innovation process gets demonstrated.
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It is evident that employees need to be aware of the way they present themselves to internal
and external stakeholders. Self-aware employees are in a position to change their behavior and
adapt themselves to the changing environment, the changing needs of their fellow colleagues,
customers, and society, and are more prepared to lead innovative initiatives. It is not only the EI
of managers, but also the EI of boundary spanners, the employees that have responsibilities to
both internal and external stakeholders that have an effect on their creative ventures (Agnihotri
et al., 2014).

Over the years, companies have been more focused on strengthening their bond with employees
and customers at the human level. Likewise, researchers have been interested in exploring and
documenting the impact of EI on innovation and creativity. Although there is still a lot to
be explored in this field the SLR brings out some of the key areas of research in the domain.
The systematic literature review has highlighted a few research gaps. The author hopes that
the arguments proposed and the highlighted research gaps will provide compelling ideas for
academicians and researchers to take ahead in future years.

The following limitation may be noted. The time period of the study is limited to twenty
years. Also, as the SLR was driven by the research questions, the scope of the study is focused
and limited. Future researchers attempting an SLR can try to extend the time period of the study
or include more keywords for the search. Also, as the literature exhibits that the majority of the
studies are quantitative studies, future researchers can attempt a meta-analysis. The objective of
the study was not to critique the existing literature; thus, is a limitation of the study that can
be taken forward by future researchers. Understanding the role of EI in different stages of the
innovation process as defined by the stage gate process can be taken forward as an empirical study
by future researchers. The current study has through content analysis of existing literature tried
to understand the same using the framework proposed by Narayanan.
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