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Abstract

The purpose of this research was to explore the failure of some leaders within
the Air Force Technical Applications Center to leverage emotional intelli-
gence, resulting in a decrease in organizational performance. The participants
included members who work for the Air Force Technical Applications Cen-
ter. A small sample, representative of the larger agency population, comprised
unspecified numbers who underwent observation, and 21 of the 2302 total
personnel participated in the interviews. Data collection consisted of observa-
tions, interviews with personnel, and organizational archival data. Data anal-
ysis included qualitative analysis and analysis for triangulation. Thematic
analysis was used to analyze the data; 5 themes emerged: operational envi-
ronment, the stigma associated with emotions and military members, resi-
lience, transformation, and decision making. The study results indicated that
when members of an organization do not understand a skill, such as emo-
tional intelligence, they cannot wield it as effectively to enhance their deci-
sion-making and increase the organizational performance of their organiza-
tion. The implementation for positive change includes the Air Force Technic-
al Applications Center personnel can engage in a variety of potential imple-
mentation strategies to increase their emotional intelligence, thereby enhancing
organizational performance and decision-making. Leaders considering
strategies to implement for self-perception can look toward self-regard, self-
actualization, and emotional self-awareness. Personnel who want to focus on
self-expression can implement strategies to improve emotional expression,
assertiveness, independence. Interpersonal managers can implement strate-
gies on interpersonal relationships, empathy, and social responsibility.
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1. Background and Introduction

Study subjects participate in their research in line with the parameters estab-
lished in the foundation of the study (Shao et al., 2018). By creating this founda-
tion, researchers introduce their line of inquiry, provide the context of the prob-
lem through the background information and problem statement, and give pur-
pose to their efforts. Participants in the study remain focused by reviewing the
research questions laid out in the foundation of the study. Researchers develop
the nature of their research and research framework to scope the way ahead for
their projects (Ranganathan, 2019). Readers can look to definitions of key terms
and the assumptions, limitations, and delimitations when reviewing professional
and academic literature to ensure they understand the concepts presented and
the boundaries placed on the study. Researchers, in general, show the signific-
ance of their research to validate the level of effort to put forward in the research
and provide a literature review to provide insight into the current body of
knowledge that exists for their subject matter.

The foundation of the study sets the framework for the research into leader-
ship, emotional intelligence, organizational performance, and decision-making
at the Air Force Technical Applications Center within the Department of De-
fense. Readers will find the background of the problem, the problem and pur-
pose statements, the research questions, and the nature of the study in the first
section. Additionally, the subjects in the study will participate, providing infor-
mation for the research framework, using terms specific for the research, as
noted by the assumptions, limitations, and delimitations specified. Readers will
find a discussion on the significance of the study and a review of the pertinent
professional and academic literature. Finally, readers will find a discussion on
the research method and design, reliability and validity, and the research findings.

Leaders who can develop or enhance their emotional intelligence will serve
their followers better than if they simply choose to remain stagnant in their
emotional intelligence development. Very limited research currently exists to
capture the concepts or the potential that exists from having an emotionally in-
telligent leader in charge of military teams. More research needs to occur in this
regard so that the military can realize opportunities that it has the potential to
harness to gain a competitive advantage over those nations that have not consi-
dered linking such concepts. Emotionally intelligent leaders bring forth self-
awareness, self-regulation, social skills, empathy, and motivation that can serve
their teams well while also acting as a model for the behavior of future leaders.

Researchers began looking at Emotional Intelligence in the 1990s since they
believed a linkage existed with the Intelligence Quotient (IQ) (Macht et al,
2019). An assumption exists that leaders within the Department of Defense did
not train or prepare people to have and utilize emotional intelligence and that
this adversely affects the organizational performance of its members. Braganza et
al. (2018) highlighted the importance of emotional intelligence and resilience as

an aspect of wellness that results in satisfied, more active personnel who have
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increased productivity within the workplace. The environment of the Depart-
ment of Defense includes high-stress levels and a high operational tempo, so
finding ways to mitigate these as risk factors that influence the performance of

personnel proves of the utmost importance.

1.1. Purpose Statement

The purpose of this research was to explore the failure of some leaders within the
Air Force Technical Applications Center to leverage emotional intelligence, re-
sulting in a decrease in organizational performance. The target population in-
cluded members who work for the Air Force Technical Applications Center. A
small sample, representative of the larger agency population, comprised unspe-
cified numbers who underwent observation, and 21 of the 2302 total personnel

participated in the interviews.

1.2. Research Question

The following research questions guided this research in discovering the failure
of leaders within the Air Force Technical Applications Center to use high levels
of emotional intelligence resulting in the inability to optimize the organizational
performance of their people.

RQ1: What role does the leader’s emotional intelligence play in the leadership
of his or her people?

RQ2: What is emotional intelligence for leaders within the Air Force Technic-
al Applications Center?

RQ3: How do leaders within the Department of Defense leverage their emo-

tional intelligence so they can effectively lead?

1.3. Assumptions, Limitations, and Delimitations

Researchers make assumptions when they take certain situations or knowledge
for granted, without specifically proving the information accurate or false
(Thompson, 2018). Three assumptions relate to this research. First, the research
study participants accurately represented the people who serve at the Air Force
Technical Applications Center (Schmalbach et al., 2020). To mitigate this risk,
the participants fell within specific delimitations set forth for the study. Second,
the research subjects responded truthfully (Greener, 2018). The subjects had the
opportunity to reduce the risk of providing false information by receiving the
opportunity to pass on participation in specific events if they did not feel com-
fortable or opting out of the study at any time. Finally, participants had know-
ledge about leadership, organizational performance, and decision-making (Gross
& Laamanen, 2018). Study subjects provided information about their level of
experience regarding leadership, organizational performance, and decision-making
to ensure this assumption did not increase the risk to the study’s accuracy.
Researchers show limitations in their study to elucidate weaknesses in their

research (Velte & Stawinoga, 2017). The participants in the exploration into
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emotional intelligence contributed to the study, given four limitations. First, the
research subjects participated in the study over a limited time. Second, the par-
ticipants responded during a snapshot of time while working for the Air Force
Technical Applications Center. Considering the limitation of time, any peer who
reviews this study should keep in mind that this study does not serve as a gene-
ralization that could apply to the Air Force Technical Applications Center at any
other time in history or the future.

Second, the research participants may not have paid sufficient attention to the
tasks presented to them (Fischer et al., 2018). The subjects agreed to participate
in this study while concurrently working at the Air Force Technical Applications
Center, conducting their regular duties for the organization. Given the enorm-
ous workload and the need for prioritization, the participants may not have in-
vested significant time in the study. The subjects mitigated this risk by respond-
ing to their requests for participation in various activities with a notification
along with the requested response time. The participants also received reminders
as the requested timelines approach if they had not responded with the re-
quested information.

Third, researchers who have sample sizes smaller than the population they
study need to find a way to gain confidence in their research process for those
who participate in the project (Hennink et al., 2019). Researchers who utilize in-
terviews in a case study can assuage concerns of small sample sizes by continu-
ing to conduct interviews until reaching saturation (Lowe et al., 2018). Satura-
tion occurs when contributions by the interviewees no longer provide added in-
formation for the study while also helping ensure researchers conduct studies
that do not make findings on too little data (Thorne, 2020). For example, in this
study into leveraging emotional intelligence to improve organizational perfor-
mance and enhance decision-making, the sample size began with observations of
the pool of 2302 personnel and with 15 interview participants and increased un-
til saturation occurred, so the findings proved meaningful. When further obser-
vations and data analysis no longer provided new data, the request for additional
interviews ceased.

Finally, the number of subjects who participated in the research study pro-
vided a limited look into the Air Force Technical Applications Center personnel.
This process, therefore, did not serve as a generalization for all employees at the
Air Force Technical Applications Center (Lin, 2018). However, since only a
small fraction of the organization participated, their deliberate selection did span
personnel with previous military experience, without prior military experience,
with experience leading or following, with experience as a government civilian,
and as a contractor working for the agency.

Researchers purposely set delimitations, or boundaries, to shape their study to
control factors that can influence their investigation (Razvan, 2019). For this
study of the Air Force Technical Applications Center, the subjects fell within two
delimitations. First, only Americans participated in this study into the associa-
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tion between a leader’s use of emotional intelligence and organizational perfor-
mance and decision-making (Gupta et al., 2019). By selecting only Americans,
cultural influences from people living in different national environments did not
influence the subjects’ responses (Toglia et al., 2017). Peers reviewing this study
should not expect the same results if they apply the findings to people from oth-
er nations.

Second, since various people work for the Air Force Technical Applications
Center, the chosen subjects represented each category of human resources as-
signed to the agency. The subjects selected for this study represented the mili-
tary, the government civil service, contracting, and upper-, mid-, and lower-level
leadership of this organization. The participants impacted the study through
variation since they represented diverse perspectives throughout the Air Force

Technical Applications Center.

1.4. Significance of the Study

The participants in this research study into leadership, emotional intelligence,
organizational performance, and decision-making helped fill gaps in the litera-
ture. Researchers need to continuously study various aspects of leadership since
the actions of leaders have such a tremendous significance on the outcomes for
their organizations (Xie, 2020). In addition, leaders are responsible for increas-
ing organizational performance and making informed decisions for their
workplaces (EI Othman et al., 2020). Researchers have not filled all the gaps in
the literature, so continuous research needs to occur to help increase the under-
standing of leadership as a practice.

People contribute to and determine the success of organizations (Grubb et al.,
2018). By studying the behaviors and actions of leadership, researchers can con-
tribute to the overall understanding of leadership and organizational behaviors
(Xie, 2020). Followers rely upon their leaders to influence organizational per-
formance and decision-making within their unit (El Othman et al., 2020). Con-
tinuous learning and discovery by researchers will facilitate the identification of
gaps in the literature for specific topics and understanding the art of leadership
and its impacts on organizations and people. Leaders and followers who partici-
pated in the study of leaders, emotional intelligence, organizational perfor-
mance, and decision-making provided information that will add to the overall
body of knowledge regarding these subjects while also showing biblical integra-

tion into these concepts.

2. Literature Review

Leaders practice five key positive behaviors when they lead their people (Diaz et
al.,, 2019). When leaders incorporate positive leadership practices, their people
will have a clear direction, more self-awareness, feel emboldened, and show co-
operation (Hagan et al., 2018). Additionally, all people within society have their

behaviors influenced by leaders, further emphasizing the importance of leaders
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adopting positive leadership practices to influence and guide their personnel
within the workplace (Burnes et al., 2018). Followers can look to their supervi-
sors to model the way, inspire a shared vision, challenge the process, enable oth-
ers to act, and encourage the heart (Caza & Posner, 2019).

Modelling the way in research. Majeed et al. (2017) researched to discover if
the emotional intelligence modeled by leaders had a role in a person’s transfor-
mational leadership abilities. Only 35 of the 255 academicians asked to partici-
pate in the research failed to respond to the survey they received asking about
the correlation between transformational leadership, emotional intelligence, and
organizational citizenship behaviors. The 220 participants involved in Majeed et
al. (2017) study served as teachers in four separate public universities. The par-
ticipants provided responses that reinforced the need for leaders to model emo-
tional intelligence in their leadership practices. Majeed et al. (2017) highlighted
that the study participants all came from Pakistan and may not prove out in
other cultural contexts, suggesting the need for similar studies in different cul-
tures. Majeed et al. (2017) stated that research into leadership topics leads to
similar results between various nations.

Camuffo and Gerli (2018) researched if any correlation existed between lea-
dership and management behaviors and the acceptance or adoption of lean in-
itiatives to improve the organization by gaining efficiencies and effectiveness.
Personnel in 26 companies from the geographic area of Northern Italy partici-
pated in the study. The participants worked at companies already embracing the
concepts put forth in lean management and already engaged in planning for or
executing the process of going lean. Nine of the 26 companies represented had
come from multinational endeavors. The participants chosen served as lean of-
ficers or the top lean officer of the organization and subjected themselves to
1.5-hour interviews to discuss real events that had taken place during their ser-
vice. The researchers then reviewed recordings of these interviews to identify
specific lean management behaviors identified by the participants during the in-
terview process. The participants discussed behaviors which the researchers cor-
related to those behaviors that represent transformational leadership as well.
Camuffo and Gerli (2018) concluded that a leader’s modeling behavior could re-
late to changes within an organization, increasing the likelihood of adopting lean

initiatives.
Theories

Maslow’s hierarchy of needs theory. Maslow created the hierarchy of needs
theory to outline the needs all humans face, beginning with physiological needs
(Brennan, 2016). Humans also need safety, love and belonging, ego and esteem,
and finally, self-realization. People do not universally seek to work in leadership
positions as a means of reaching their self-actualization level in Maslow’s hie-
rarchy of needs (Azad et al,, 2017). Stefan et al. (2020) highlighted the notion

that leaders can positively influence the performance of their people by assuring
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that the employees’ basic needs get fulfilled so that the employee can focus on
higher-order needs of self-esteem and self-actualization.

McGregor’s theory X and Y. Sahin et al. (2017) highlighted those transfor-
mational leaders that have a higher inclination towards McGregor’s theory Y
style, opting to empower their personnel instead of subscribing to theory X ra-
ther act in a very directive and untrusting ways toward their employees. Rave-
nelle (2019) noted that leaders who purposely avoid conflict behave in ways that
mirror McGregor’s theory X. McGregor used theory X to describe the pheno-
mena of organizations that appear to have harmony but operate with underlying
resentments indifference, and apathy (Sahin et al., 2017).

Rao (2016) noted that many managers opt for theory X behaviors even though
this approach does not yield the best results for the individual or the organiza-
tion. Employees whose leaders leverage McGregor’s theory Y will feel committed
to their work and find their goals lining up with those of the organization (Ra-
venelle, 2019). Managers who harness theory Y help improve their workforce by
helping them develop, and the organization improves as a result (Rao, 2016).
McGregor used the theory Y construct to explain how managers can reduce the
amount of supervision that needs to occur for the followers since they believe
they can recognize and motivate their employees to want to do well (Ravenelle,
2019). When leaders understand the difference between behaving with McGre-
gor’s theory X and theory Y styles, they can deliberately leverage the better op-
tions to motivate their personnel and improve the organization (Hommelhoff,
2017).

Argyris and Schon’s theories for action. Argyris and Schon created theories
for action to demonstrate the correlation of a person’s behavior and conduct
with their thinking (Thorvaldsen & Madsen, 2020). Researchers can study their
theories in use by applying Argyris and Schon’s theories for action in maintain-
ing curiosity about their research participants (Raelin, 2019). Researchers who
also recognize their preconceived notions and misperceptions can conduct less
biased research since they understand the correlation of their behavior with their
thought processes.

Leaders who avoid conflict without deliberately realizing it behave with
theory-in-use actions (Thorvaldsen & Madsen, 2020). Management can help
people understand themselves and others better when educating them on linking
their thoughts with their activities (Thorvaldsen & Madsen, 2020). Thorvaldsen
and Madsen (2020) described Argyris and Schon’s theory of action, describing
the linkage between people’s thoughts and actions.

Transformational leadership theory. Samul (2020) noted that since 1980,
the prevailing leadership theories had focused more predominantly on leader-
ship with authentic, emotional, and ethical considerations. People subscribed
mainly to the transformational leadership theory as the predominant theory
since the 1980s (Hoch et al., 2018). Followers of transformational leaders will

feel empowered by their leaders who delegate responsibilities to them and share
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their power (Zekan, 2017). Transformational leaders proactively seek to improve
those that they lead. Transformational leaders do this by inspiring their follow-
ers by using such things as vision, increasing the connectedness between follow-
ers with the organization’s mission, and showing all their followers that the fol-
lowers can improve themselves and others. Zekan (2017) also noted that trans-
formational leaders have followers who have great admiration, trust, and respect
for their leaders who exhibit highly ethical behavior.

Servant leadership theory. Leaders who appear as “people persons” may
utilize the behaviors shown in servant leadership (Gardner & Holloway, 2019).
Servant leaders focus their efforts on creating circumstances that benefit their
people, even if that means they must sacrifice something for the good of their
people (Xu & Wang, 2020). Servant leaders put their people first and do what
they can to serve and build up their followers. For this to have maximum effect,
the servant leader must have high levels of emotional intelligence that can help
them properly assess the situation they experience and understand the situation
their followers’ experience. Followers of servant leaders often experience high
levels of loyalty to their leader since they know that the leader will use influence
for good rather than for malicious activities (Gardner & Holloway, 2019). When
followers see the behaviors modeled by their servant leaders, they have a higher
inclination to form close relationships with others within their organization (Xu
& Wang, 2020).

Contingency leadership theory. Under the contingency leadership theory,
managers harness both objective and subjective measures and modify their be-
haviors to adjust their leadership style to match their contextual environment
(Meng, 2016). Krishnakumar et al. (2019) discussed the contingency leadership
theory, noting that leaders under this theory will recognize the situations they
find themselves in and adjust their leadership styles and behaviors to maximize
their efficiency and effectiveness. Sometimes, the leader utilizing contingency
leadership will adapt their leadership style to accommodate their followers to
maximize their effectiveness and efficiencies. Leaders who leverage contingency
leadership alter their leadership practices to adjust to the situations around them

to lead in the best ways possible for their organization (Horila & Siitonen, 2020).

3. Research Method and Design

A researcher wanting to answer questions about a particular organization, like
the Italian Air Force studied by Surace (2019), may choose to look at the single
case study research methodology to set the framework to help them advance in
their inquiry. Researchers utilize the single case study design when they seek to
elucidate information about working environments or when they want to com-
pare a few organizations to one another. The participants in this study came from
the human resource pool of personnel working at the Air Force Technical Ap-
plications Center, which falls under the larger Department of Defense for the

United States of America. The entire pool of 2302 personnel from the center had

DOI: 10.4236/0jbm.2021.95143

2612 Open Journal of Business and Management


https://doi.org/10.4236/ojbm.2021.95143

J. Wopat, C. Needham

the potential for observation, and 21 participated in direct interview processes to
provide insights into the use of emotional intelligence by people within their
working environment to increase organizational performance. The Air Force
Technical Applications Center study participants behaved in their typical oper-
ating environments, which allowed the researcher to capture their behaviors in
field notes. In addition, they engaged through personal interviews directly that
helped develop a better understanding of the impacts of emotional intelligence

utilization across the organization.

3.1. Discussion of Population

The population of eligible participants included those members who work for
the Air Force Technical Applications Center. Currently, 2302 personnel work for
the Air Force Technical Applications Center (K. Johns, personal communica-
tion, 15 March 2020). This pool of personnel included military and civilian per-
sonnel, along with others in contract support roles. All the people in this work-
force work towards accomplishing the mission and goals set forth by the current
commander for the Air Force Technical Applications Center (K. Johns, personal
communication, 22 August 2020). In this research participants formed a small
sample, representative of the larger agency population, comprised of unspecified
numbers who underwent observation and 21 of the 2302 total personnel who

participated in the interviews.

3.2. Discussion of Sampling

Researchers rely upon sampling to choose a representative portion of people
from a larger group since studies of an entire population to prove unwieldy
(Turner, 2020). Campbell et al. (2020) discussed the importance of using the
proper sampling method when conducting research. Examples of sampling me-
thods include theoretical, purposive, and convenience (Campbell et al., 2020;
Conlon et al., 2020; Hu & Qin, 2018; McCrae & Purssell, 2018). Researchers who
seek to create a new theory culminating their research can harness the theoreti-
cal sampling method (Conlon et al., 2020). McCrae and Purssell (2018) com-
pared the use of theoretical and purposive sampling methods. Researchers can
employ the purposive sampling method to intentionally choose types of people
for their study to make their research more meaningful (Campbell et al., 2020).
Participants were selected because the researcher can easily access them from the
convenience sampling method (Hu & Qin, 2018). I employed the purposive
sampling method for this research. The participants purposely came from sub-
populations within the organization to accurately represent the diverse work-

force’s viewpoints.

3.3. Data Collection Plan

3.3.1. Data Collection
For researchers conducting studies, carefully planning for data collection and
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analysis proves imperative to optimize the experience for those participating in
the research and those conducting the study (Heath et al., 2018). Wheeldon
(2018) noted that qualitative data collection primarily includes observations, in-
terviews, and the review of documents and artifacts from the participants in the
study. Korstjens and Moser (2018) highlighted that the preponderance of collec-
tion methods used for research includes observations, interviews, and focus
groups. Overall, researchers need to plan for a data collection plan, instruments,
and data organization for the data collection portion of their projects (Stieglitz et
al., 2018).

Data Collection Plan

The data derived from observations, interviews with personnel, and organiza-
tional archival data contributed to this research. Siangchokyoo et al. (2020) hig-
hlighted the value that observations provide to the researcher for gaining in-
sights into their specific area of study. Cox (2016) indicated that people can as-
sess leadership traits through the interview process. Omer (2015) mentioned the
impact that review and inclusion of archival can have on conducting research.
The participants contributed information through observations, interviews, and
archival, which helped gather the data necessary to conduct a comprehensive
investigation into the organization.

The personnel selected for one-on-one interviews answered thirteen questions
outlined in the interview guide. The interview lasted between 30 minutes and 2
hours.

The Interview Guide lays out specific interview questions used to guide par-
ticipants to provide the specifically requested information. Interviewees ans-
wered interview questions 4, 7, 8, and 12 to address RQ1. Respondents who pro-
vided information on questions 1, 3, 6, 10 addressed RQ2. Participants who pro-
vided information to questions 2, 5, 9, and 11 helped answer RQ3. Respondents
who provided additional details for question 13 helped to answer RQ1, RQ2, or
RQ 3, depending upon the information they provided and what insights it pro-
vided for the research project. The interviewees participated in interviews no-

tionally planned for 30 minutes to one hour.

3.3.2 Archival Data

The personnel observed and interviewed provided indications of archival data
that helped provide additional relevant information to fully discovering the ex-
tent to which personnel leverage emotional intelligence for improving organiza-
tional performance and decision making. Fusch et al. (2018) discussed the po-
tential that archival data provides to the researcher for providing additional re-
search insights. Velte and Stawinoga (2017) examined the value of leveraging
archival information for increasing data collection when exploring an organiza-
tion. During the data collection for this project, personnel mentioned archival
data during interviews or observations, providing additional insight into the or-

ganization once reviewed and analyzed.
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3.4. Data Organization and Analysis

3.4.1. Data Organization

Participants provided data through observations, interviews, and archival. Da-
vies and Fisher (2018) indicated the necessity for clearly coding data so that the
researcher can appropriately organize the data to find recurring themes. There-
fore, coding occurred with the letter O, I, or A to indicate which data source the
information came from; O for observations, I for interviews, and A for archival.
Additionally, participants provided information as a leader, follower, or both;
this data got binned as 1, 2, 3, respectively. Finally, the personnel provided in-
formation related to organizational performance and decision making; the cod-
ing P and D delineated this data from other sources.

A respondent who interviews and discusses their experience as a follower see-
ing decisions made within the organization could have their data coded as 12D
as an example. On the other hand, personnel who show emotional intelligence in
leadership and organizational performance could have their data annotated as
O1P. A coding process proved vital when binning the data for analysis and de-
termining what themes emerged from understanding the organization better
(Hoch et al., 2018).

3.4.2. Data Analysis

Kim and Beehr (2018) mentioned how data analysis could help researchers ex-
tract meaningful themes and information during their studies. Han et al. (2017)
noted the importance of data analysis for a researcher to use to help them iden-
tify themes to yield interpretations with high fidelity. Carillo et al. (2019) dem-
onstrated how data proves invaluable for gaining understanding within organi-
zations. Some considerations specific to data analysis for this study for strategic

leadership included qualitative analysis and analysis for triangulation.

3.5. Reliability and Validity

Researchers can leverage data coding as a tool to help improve the reliability of
research data (Seidel et al., 2019). Rose and Johnson (2020) proposed using
standardized data collection methods across the study to increase the reliability
of the collected information. The personnel evaluated for this research under-
went observations, interviews, or review of archival data, as discussed previously.
By establishing this data collection plan before research, the reliability of the
study remained. Participant information received analysis based upon the data
codes attributed to it. The data collection occurred as mentioned, with both
coding and collection adding to the findings’ reliability.

Rose and Johnson (2020) asserted that the validity of research could improve
by having enough data to reflect the organization’s reality. Engaging in interview
saturation increased the validity of the data received since the more information
overlaps, the more likely it represents the organization’s reality. Sebele-Mpofu
(2020) expressed that case study researchers could reach saturation when their

interviews no longer yielded new or different, previously discovered informa-
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tion. Siangchokyoo et al. (2020) noted that the observations made of personnel
can help to increase the validity of the research since it can reaffirm statements
made by personnel during their interviews, thereby increasing the validity, or
trustworthiness, of the information, gathered. Naidu and Prose (2018) stated
that member validation serves to verify the credibility of the results received
from the participants in a study. Caretta and Pérez (2019) detailed the impor-
tance of member checking as an avenue to a mutual understanding with the re-
search subjects on the information they provided to come across accurately and
as intended. The participants in this research had their information echoed back
to them in the form of active listening. If the participant disagreed with the data

captured, specific queries occurred as follow-on questions for clarification.

4. Presentation of the Findings

The field study participants who underwent observation and interviews provided
information that informed qualitative analysis and led to the findings regarding
leaders’ use of emotional intelligence to enhance decision making and organiza-
tional performance. First, personnel gave insights that led to a discovery of
themes within the realm of emotional intelligence. Second, people observed and
interviewed provided information that received specific discussion compared to
the research questions, the research framework, anticipated themes, and the li-
terature review. Finally, the observed and interviewed personnel had their con-
tributions evaluated to show a summary of the findings, including how the re-
sults addressed the specific problem studied, the general problem investigated,
the purpose of the research, the research questions, and the conclusions drawn

from the conclusions this study.

4.1. Overview of Themes Discovered

Personnel from the Air Force Technical Applications center provided informa-
tion during the field study, which helped to illuminate themes regarding leader-
ship and emotional intelligence once the data collected underwent qualitative
analysis. The observed and interviewed members had their data assessed to flesh
out the themes that arose from the study. When considering leaders and their
use of emotional intelligence to increase organizational performance, five
themes appeared. The participants provided information that led to discovering
themes regarding the operational environment, the stigma associated with emo-

tions and military members, resilience, transformation, and decision making.

4.2. Discussion of Themes

Operational environment. Members working for the Air Force Technical
Applications Center encounter a dynamic operating environment to accomplish
their mission. Leaders serving within the Department of Defense must prepare
to conduct operations on the battlefield and in austere locations. The military

organizations’ personnel rely on their leaders to prepare them to work effectively
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in the various operational environments they can expect to encounter. People
who know their duties include working in unfamiliar locations, and potentially
hostile areas need leaders who can appreciate the emotional toll this may take on
their personnel. Empathetic leaders who leverage their emotional intelligence
understand the stressors brought on to their members from the dynamic opera-
tional environments they face.

Personnel observed during this field study served in a multitude of operation-
al environments around the world. For example, the Air Force Technical Appli-
cations Center leaders had to lead and manage their team members working in
laboratories, on airplanes, on deployed ships, and in operating locations geo-
graphically separated from the primary Air Force Applications Center head-
quarters building at Patrick Space Force Base in Florida. One member, Partici-
pant 9, highlighted the different operational environment he had encountered
since entering the organization compared to when he was deployed in a combat
environment serving alongside Air Force security forces personnel. Participant 9
commented, “I find myself trying to chameleon a lot,” when asked to describe
challenges he has had to face when leveraging emotional intelligence in this dy-
namic operational environment.

Resilience. Recognizing that servants in military organizations operate in
unique operational environments and have emotions, leaders do best when they
can bolster the resilience of their personnel. Personnel can increase their resi-
lience by practicing mindfulness. Leaders who employ their emotional intelli-
gence demonstrate to those around them ways to practice mindfulness and how
to funnel that into organizational performance. Organizations put forth appar-
ent efforts to enhance the resilience of their team members.

Observations of the Air Force Technical Applications Center personnel indi-
cate that they do not have desired levels of resilience to optimize organizational
performance. When personnel fail to acknowledge their emotional side, they
have a more challenging time building up their resilience and impacting their
decision-making and organizational performance. Observed leaders within the
Air Force Technical Applications Center proved that they understood the need
to improve the resilience of their personnel within the organization. Over five
months, the organization held two mandatory center-wide events focused on
educating their members on increasing their resilience and evaluating past en-
counters where they did or did not have the resilience necessary to perform at
their highest ability. During his interview, Participant 1 stated, “Sometimes I am
aware of how my emotions drive my actions. Sometimes I become too emotion-
al, which can impact my performance when I take things too seriously.”

Transformation. Personnel working within the Department of Defense and
the Air Force Technical Applications Center have a keen awareness of transfor-
mation. Transformational leaders can positively affect the changes within an or-
ganization and increase organizational performance. Leaders who do not shy

away from transformation can inspire their followers to embrace change as well.

DOI: 10.4236/0jbm.2021.95143

2617 Open Journal of Business and Management


https://doi.org/10.4236/ojbm.2021.95143

J. Wopat, C. Needham

Followers who do not benefit from transformation within an organization other
than change for change’s sake have a more challenging time appreciating and
accepting the changes their leadership demands them to make. For military or-
ganizations that want to succeed and remain agile, transformation must receive
consideration at various times of an organization’s existence.

Decision making. People who leverage their emotional intelligence make
better and more informed decisions (El Othman et al., 2020). El Othman et al.
(2020) researched that provided an additional triangulation source. El Othman
et al. (2020) offered insights that served as a source of corroboration with the
data from this field study. The participants who provided information through
observations and interviews in this study resulted in a theme that supports the
notion that persons who use their emotional intelligence as a tool to aid in their
decisions make better decisions. Followers in organizations have higher confi-
dence in their leaders, who use emotional intelligence when engaging in their
decision-making process. By leveraging emotional intelligence in making deci-
sions, leaders and managers gather more information to supply them with the
most comprehensive sight picture necessary to make the most informed deci-
sions.

For additional triangulation purposes, people who served within the Air Force
Technical Applications Center at different periods of the organization’s history
provided insights from their experience. For example, participant 5, a retired Air
Force officer, held positions at varying times over his career, which brought him
to serve at the Air Force Applications Center as a military member, a contractor,

and a government civil servant.

4.3. Relationship of Findings to the Research Questions

The participants in this research responded to interview questions aimed at un-
covering whether leaders within the Air Force Technical Applications Center use
high levels of emotional intelligence to optimize the organizational performance
of their people. In response to the interviewees’ actions and interest in the
project, the interviews notionally planned for 30 minutes to 1 hour went any-
where from 35 minutes to 2 hours and 45 minutes when conducted for this field
study. The interviewees’ conversations remained focused on addressing each of
the following research questions.

RQ1: What role does the leader’s emotional intelligence play in the lea-
dership of his or her people? Using RQ1 as a guide, research participants pro-
vided information to help assess their perceptions regarding the emotional intel-
ligence of the Department of Defense leaders. In addition, interviewees who
answered questions 4, 7, 8, 12, or 13 from the Interview Guide provided infor-
mation to address RQ1.

Participant 15 described the importance of emotional intelligence in his lea-
dership style while giving a specific example in his interview. When asked to re-

lay a time he had to leverage emotional intelligence, Participant 15 stated, “Ha! I
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use it every day, seriously. Even when having a conversation with” a particular
subordinate. “I have to understand where she’s coming from, so she doesn’t lock
up.” Observations of the subordinate mentioned above served as a source of tri-
angulation, allowing for corroboration to leverage emotional intelligence as a
tool to best lead this subordinate to increase her organizational performance
within the organization.

RQ2: What is emotional intelligence for leaders within the Air Force
Technical Applications Center? Like RQ1, RQ2 was used as a focal point to
keep research participants on track to supply their perceptions regarding the
emotional intelligence of the Department of Defense leaders. Respondents who
provided answers to interview questions 1, 3, 6, 10, or 13 from the Interview
Guide provided data that helped answer RQ2.

The observed and interviewed participants chosen for this field study included
people on their first day with the organization to others who had extensive expe-
rience working for the Air Force Applications Center across various times in its
history since its creation in 1947. Participant 10, a brand-new contractor at the
center, participated in an interview on her second day while working for the or-
ganization. She stated, “When you’re emotionally intelligent, you should be able
to pick up on others’ feelings. Unfortunately, not many people are good at pick-
ing up on others’ emotions.” Participant 5 served as a triangulation source since
he had multiple times of service to the organization. In his interview, he equated
emotional intelligence to stability. “Hopefully, being mature enough to deal with
the positions they’re put into without causing a lot of drama.” Participant 5 also

discussed why leaders need to have emotional intelligence:

People need emotional maturity to have conversations. Lieutenants here
tend to send emails rather than talking to people. Communicating is a key
thing we’re telling people to do. They have academic competence, but they

need help with social and emotional mentoring.

RQ3: How do leaders within the Department of Defense leverage their
emotional intelligence so they can effectively lead? RQ3 served to keep per-
sonnel involved in this research on track to discover what the research partici-
pants thought regarding how leaders use emotional intelligence to facilitate their
leadership and make it more effective within the Department of Defense. Partic-
ipants who provided information in response to interview questions 2, 5, 9, 11,
or 13 helped answer RQ3.

Recently, senior leaders within the Department of Defense have recognized
the need to improve the emotional intelligence of its personnel to ensure better
performance outcomes. Specifically, personnel responsible for authoring stan-
dardized forms and publications for the United States Air Force produced a new
structure for leaders to give mandatory constructive feedback to their subordi-
nates. As of 13 January 2021, supervisors in the Air Force can use the Airman

Comprehensive Assessment Addendum, when evaluating their personnel. Spe-

DOI: 10.4236/0jbm.2021.95143

2619 Open Journal of Business and Management


https://doi.org/10.4236/ojbm.2021.95143

J. Wopat, C. Needham

cifically, leaders need to distinguish how their people demonstrate their use of
emotional intelligence in the workplace. Personnel have a requirement to exhibit
self-awareness, understand emotions, and manage interpersonal relationships.
Suppose an individual appears to have difficulty keeping themselves composed
in the complex military environment. In that case, they will fall on the lower end
of the scale since they do not meet the expectations of emotional intelligence. On
the other hand, individuals who show outstanding levels of emotional intelli-
gence use their skills to build teams and increase organizational performance.
Until this year, none of the mandatory feedback forms within the Air Force in-
cluded criteria for evaluating personnel and setting forth the expectation that

people would leverage this skill in the workplace.

4.4. Relationship of Findings to the Research Framework

Jack et al. (2018) pointed out that researchers employ research frameworks to
show the correlations between their studies and the process they used to conduct
their research. The participants in the research study into emotional intelligence
and organizational performance engaged in activities focused on the research
framework. The research framework specifically created for this research in-
cluded concepts, theories, actors, and constructs which served to help bring in-
sights to the project to answer the three research questions outlined previously.

Concepts. Grubb et al. (2018) concluded that people who work for emotion-
ally intelligent leaders would strive to perform better since they have confidence
in their leaders’ informed decisions. Furthermore, leaders and followers who le-
verage their emotional intelligence can increase their ability to make sound deci-
sions and perform within the organization (Vaughan et al., 2019). This research
into leveraging emotional intelligence to improve organizational performance
and decision-making capabilities focused on the concepts of emotional intelli-
gence, organizational performance, and decision making.

Emotional intelligence. Nguyen et al. (2019) discussed the imperative for
leaders to communicate more effectively with their followers by using their emo-
tional intelligence as a tool to lead more effectively. Of the 21 people interviewed
for this study, six admitted to having no clue what emotional intelligence meant.
On the other hand, seven of the 21 participants had mastery of the term emo-
tional intelligence. The remaining eight of the 21 research subjects had relatively
good guesses about the term emotional intelligence meant from contextual clues.
Participant 4 currently serves as an officer in the Air Force with four years of ac-
tive-duty service. During the interview process, Participant 4 relayed that she
had some specific training on emotional intelligence. At the same time, she at-
tended a Behavioral Science class in 2014 during her college experience at the
United States Air Force Academy. Participant 4 relayed how she enjoyed the
Behavioral Science class and how the topic of emotional intelligence has come
up in small group discussions throughout her time in the Air Force, especially

on down days used to focus on resiliency following suicides within the service.
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According to Participant 4, emotional intelligence appears with, “Someone em-
pathetic, understanding, has good situational awareness, and can read the room
while also placing themselves in another’s shoes and see through their lens.”
Organizational performance. Leaders have the responsibility for their or-
ganization’s performance, and those who fail to leverage their emotional intelli-
gence can negatively impact the overall performance of their organization
through the toxic organizational climate full of anxiety and fear they create
(Maamari & Majdalani, 2017). All 21 respondents answered question seven from
the Interview Guide, “How did/do you deal with emotional intelligence when
thinking about increasing organizational performance and decision making?”
Participant 20 answered, “I think it is an important factor because every decision
has positive and negative outcomes. Therefore, you need to balance decisions to
ensure organizational effectiveness.” Following question seven, the participants
answered question eight, “Tell me about a time when you had to leverage deci-
sion making within this organization.” Participant 20 responded to question
eight while describing an encounter with Participant 13, who served as his su-

pervisor during the incident. Participant 20 replied:

My first flight commander had a different opinion with me, which we had
discussed multiple times without success. Finally, one day, the situation
came to a boiling point when we got a hot tasker, which led to a confronta-
tion. We had to take a step back to see how we could move forward past
that.

Leaders who want to enhance the organizational performance of their organi-
zation can start by leveraging their emotional intelligence to help them make
better decisions. When leaders and their followers can monitor their emotions
and respond appropriately to them, they can ensure that they keep the organiza-
tion operating effectively.

Decision-making. For leaders to work successfully, they need to enhance
their decision-making by utilizing their emotional intelligence to have the agility
to react to stressors in the workplace (Farnia et al., 2018). Respondents in this
study answered question 9, “What are the challenges you have had to face, or
seen others face when leveraging, or not leveraging emotional intelligence to in-
crease organizational performance and decision making?” Participant 21, the
most informed on emotional intelligence, replied, “In my opinion, both organi-
zational performance and decision making are impacted by low connections to
emotional self-awareness, interpersonal relationships, and empathy, coupled
with high connections to assertiveness, problem-solving, and independence.”
Leaders need to consider and manage all their resources when leading their or-
ganizations and making decisions to help their organization move forward to
meet its goals.

Theories. Estape et al. (2018) indicated that leaders must strategically account
for improving their workforce by taking care of their development if they want
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their organization to continually gain a competitive advantage over others.
Those who follow a leader serve as another resource that the leader needs to
manage when doing the best things to optimize their organization. The leaders
of the Air Force Technical Applications Center had their use of emotional intel-
ligence for organizational performance and decision making evaluated through
the lenses of Maslow’s hierarchy of needs theory, McGregor’s theory X, and
theory Y, Argyris and Schon’s theories for action, transformational leadership
theory, and contingency leadership theory (Li et al., 2019; Ravenelle, 2019;
Siangchokyoo et al., 2020; Thorvaldsen & Madsen, 2020).

Maslow’s hierarchy of needs theory. Brennan (2016) described Maslow’s
hierarchy of needs theory by talking about its parts which show what humans
feel motivates them to act. Humans feel inspired by their physiological needs,
safety needs, love, belonging, esteem, and self-realization. Participants in this
study responded to question 10, “In your current role, what do you think of
emotional intelligence as part of your responsibilities?” Participant 9 serves as a
first sergeant, nicknamed “The Shirt,” within the Air Force Technical Applica-
tions Center. The person who acts as a first sergeant must know how to meet the
needs of personnel since they often must help commanders navigate difficult

situations with their personnel. Participant 9 responded to question 10, that:

Emotional intelligence is absolutely crucial. People come to the shirt, un-
fortunately, sometimes as a last resort. It is frustrating for us sometimes
when we must help someone who has been dealing with issues on their
own. I need to be careful and realize everything affects people differently. I

have to approach people with sensitivity.

The first sergeant serves as an example of how leaders can manage their hu-
man resources in emotionally intelligent ways to ensure people have their Mas-
low’s hierarchy of needs met to optimize their performance for the organization.

McGregor’s theories X and Y. Management may respond to conflict within
their workplace in ways reflective of McGregor’s theory X and theory Y. Rave-
nelle (2019) noted that leaders who purposely avoid confrontation to keep eve-
ryone happy act according to the soft versions of McGregor’s theory X. As noted
previously with Participant 20 in his response to question eight, the interactions
he had with his supervisor culminated in an unavoidable boiling point conflict
since the supervisor had not dealt with their disagreement early on when it first
came to bear. By acting per McGregor’s theory X construct and avoiding con-
flict, the supervisor attempted to give the appearance of organizational harmony
even though he had created a work environment characterized by indifference,
apathy, and resentment. When leaders believe that their people commit to suc-
ceed and purposely line up their goals with those of the organization, they oper-
ate under McGregor’s theory Y construct (Ravenelle, 2019). All research partici-
pants answered question four, “Do you think emotional intelligence is important

to have as a leader and/or follower? Why, or why not?” Participant 4 responded:
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Definitely, at the end of the day, it’s the people that get the mission done.
You cannot get the people to buy in and go above and beyond without
emotional intelligence. They will get the mission done, but it may not ex-

ceed expectations.

By leveraging emotional intelligence, leaders can improve organizational per-
formance under the theory Y construct, which would help them minimize how
much they must supervise their followers, giving them more time to focus on
other areas within the organization.

Argyris and Schon’s theory of action. Thorvaldsen and Madsen (2020) hig-
hlighted Argyris and Schon’s theory of action, which discusses how a person’s
thoughts link to their actions. When managers behave in line with Argyris and
Schon’s theory of action, they subconsciously avoid conflict as a method of
self-preservation. During the field study of this research, many situations yielded
observations of various leaders throughout the organization for months. On
multiple occasions, leaders demonstrated this theory by their behaviors when
they subconsciously attempted to avoid conflict with their superior, who many
viewed as a toxic leader. In another instance, Participant 5 discussed how he
avoided conflict with his superior since he has not taken well to issues when try-
ing to bring the conflict to the manager for resolution. Participant 5 also dem-
onstrated his emotional intelligence during an inspection when his supervisor
altered a planned presentation with inspectors without prior coordination, and
Participant 5 remained calm, relaxed, and collected. Participant 5 discussed this
issue with his manager’s boss since the manager’s unplanned actions left the
member quite distraught. People within an organization who want to succeed
need to face conflict to resolve issues and prevent adverse impacts on organiza-
tional performance.

Transformational leadership theory. Zekan (2017) indicated how transfor-
mational leaders yield followers who trust, admire, and respect their leader. In
addition, transformational leaders exhibit high ethical standards, inspire their
followers, and do not hesitate to delegate their authority or sharing their power
with their followers. All study respondents answered question five, “Tell me
about someone who is a role model for leveraging emotional intelligence to im-
prove organizational performance and decision making within the organiza-

tion.” Participant 16 replied:

It’s funny because I've had people tell me that I have it. I think the only
person that has it is (Participant 21). He is the only person who called me
when my mom died from COVID and showed me concern. Now I do trust

him a lot more. I describe him as “normal.”

Participant 21 inspired trust in Participant 16, which is not a surprise since
Participant 21 proves to have expertise in emotional intelligence and currently
works to spread knowledge of emotional intelligence throughout the organiza-

tion to increase organizational performance.
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Contingency leadership theory. Krishnakumar et al. (2019) indicated that
the contingency leadership theory indicates that leaders can increase their effec-
tiveness if they can adjust their leadership style or behaviors in response to any
given situation. Some of the personnel observed during the field study exempli-
fied the contingency leadership theory. For example, participant 9, the first ser-
geant, discussed how he changed his behaviors and leadership styles in the past
to best respond to situations given to him by others. When discussing a time

when he had to leverage emotional intelligence, he stated:

Times recently when I've had younger Airmen come in, having life troubles. I
must forget what I’ve known about being an Airman because I’'m older and
have different values for my off time. Also, it’s different being deployed in
combat versus being here. Here I have to be more sensitive than I had to

when deployed in combat with cops.

Leaders. The leaders present in this study include those who function as for-
mal leaders and those who work as informal leaders within the Air Force Appli-
cations Center. Formal leaders serving at the Air Force Technical Applications
Center include positional leadership roles and supervisory leadership roles. Only
one participant selected for an interview considered themselves exclusively a
formal leader. Positional leaders included those people in designated leadership
roles where they have delegated authority and resources given to them on a large
scale. Those individuals in supervisory leadership roles have a smaller scope of
responsibility and fewer resources when compared to the formal leaders in posi-
tional leadership roles. Not all the interviewees from this field study identified
themselves as leaders. One of the participants chosen for an interview explicitly
stated that she did not view herself as a leader within the organization. Never-
theless, leaders throughout the organization had their behaviors observed, even
if they did not participate in an interview.

Familiarity with emotional intelligence. Bakhshizadeh et al. (2019) research
that emotional intelligence allows leaders to perceive emotional states within
themselves and others. People from this study into emotional intelligence had to
have their level of familiarity with emotional intelligence determined. The per-
sonnel assessed in this research had varying familiarity with emotional intelli-
gence, from no familiarity to extensive and expert understanding of emotional
intelligence. About emotional intelligence, at the beginning of his interview, Par-
ticipant 12 declared, “This is the first I've heard of it. How you feel about certain
things, how they affect you emotionally.” At times, people can demonstrate
emotional intelligence even if they do not believe they are familiar with the topic
or skill. Participant 21, an accomplished doctoral graduate, identified by others
as the organization’s expert on emotional intelligence, self-reported an emotion-
al intelligence rating of 7 on a scale of 1 to 10, with 1 representing little to no
emotional intelligence and 10 showing high emotional intelligence. In his inter-

view, Participant 21 stated, “I find that because I work with emotional intelli-

DOI: 10.4236/0jbm.2021.95143

2624 Open Journal of Business and Management


https://doi.org/10.4236/ojbm.2021.95143

J. Wopat, C. Needham

gence so much with other people, I am constantly reflecting on how I show up in
the various composites each time I am preparing for a workshop or coaching
session.” Understanding the research subjects’ familiarity with emotional intel-
ligence helped determine if any correlations occurred with the use of emotional

intelligence and decision making and organizational performance.

4.5. Relationship of Findings to Anticipated Themes

Operational environment. Department of Defense employees serve in
unique settings which many others do not have to deal with when performing in
their professions. Even though service members who work for the Department
of Defense must prepare themselves to engage in battle with the nation’s adver-
saries potentially, they cannot simply follow orders from the leaders above them
and expect to survive. Since the Department of Defense does not rely solely upon
robots to serve in combat, the leaders within the department must also know
how to engage with their human warriors who have and show emotions. Ob-
served personnel and the 21 interviewed participants in this study shared their
personal experiences, which aided in the investigation to determine if evaluation
and increase in the emotional intelligence of the personnel serving within the
Department of Defense of the United States of America would have any value or
efficacy when aimed to improve people’s performance in these high-stress envi-
ronments.

The stigma associated with emotions and military members. Garcia Zea et
al. (2020) mentioned how Department of Defense service members often have
the preconceived notion that they exist only as cold-hearted or heartless killers
and warfighters. Most Americans do not have the unique responsibility of giving
their own life or taking another life when performing their professional duties.
Even though the Department of Defense members have requirements to engage
in battle or support battle, they still have emotions and emotional capacity.
When the Department of Defense members understand and know how to use
their emotional intelligence, they will perform better in their highly stressful
work environments and situations. As senior leaders understand more about the
importance of soft leadership skills such as emotional intelligence in leadership,
they have a greater inclination to invest in developing their personnel in these
areas.

Resilience. Brock (2018) argued that members working for the Department of
Defense required more emotional intelligence to enhance their resilience than
those not working in such a demanding profession since the jobs within the de-
partment have high operational tempo, unique circumstances, and highly
stressful environments. The numerous observed research subjects and the 21 in-
terviewed participants in this study showed that leaders within the Department
of Defense predominantly did not have the necessary levels of emotional intelli-
gence which would have helped them to navigate the organization and make de-

cisions more effectively, efficiently, and with more agility while increasing orga-
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nizational performance. At times, service members working within the Depart-
ment of Defense must separate their emotions from the actions they need to ac-
complish so they do not have distractions to keep them from performing their
duties. One senior leader within the Air Force Technical Applications Center
repeatedly declared, “We are not emotional about this ... we are not going to
have emotion. We are just going to fix the problem and move forward.” People
who collaborated directly with the senior leader and spent the most time with
him understood the context of what he meant when he said not to act in emo-
tionally responsive ways. Unfortunately, others within the organization did not
interpret the senior leader’s words in the same manner and declared him a toxic
leader within the unit. For those who found the senior leader toxic, their resi-
lience and ability to remain focused at work to exceed and maintain their con-
tributions to the overall organizational performance appeared compromised.

Transformation. Xie (2020) discussed how transformational leaders impact
their unit’s organizational performance in positive ways. As expected, the 21
participants in this doctoral research study showed that the leaders who tended
most to utilize their emotional intelligence effectively also served as transforma-
tional leaders, which, in turn, increased the organizational performance of their
personnel. For the most part, those people who choose to operate inside the De-
partment of Defense seek to make a difference in the world through their service
to the nation and others. The service members who exhibit transformational
leadership styles exhibit willingness to initiate, foster, and accept change to in-
crease organizational performance.

Leaders play a large part in transforming organizations. In his interview, Par-
ticipant 21 relayed the importance of emotional intelligence. Then, with a clear

understanding of emotional intelligence, Participant 21 declared:

Simply stated, you can be the smartest person in the room, but if you can’t
get people to listen to you, it really doesn’t matter how smart you are. One
of the reasons emotional intelligences is so important to leaders is it ad-
dresses things not adequately unpacked in typical leadership training.
Terms like, empathy, interpersonal relationships, self-awareness, reality

testing, impulse control, flexibility, and optimism.

Several observed participants expressed concerns over leaders they felt did not
transform the Air Force Technical Applications Center in ways that people could
easily understand and support. Participant 5 mentioned how he had a tough
time making a concerted effort not to stay one of those who remained bogged
down by the old way of accomplishing the mission for the organization since he
had worked there multiple times in a variety of positions during the center’s ex-
istence.

Decision making. Another theme appears when people with high emotional
intelligence make more informed decisions (El Othman et al., 2020). The 21 par-

ticipants in this research study discussed how they believed emotionally intelli-
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gent leaders leveraged their emotional intelligence skills from within their lea-
dership tool kits to facilitate making better, more informed decisions for them-
selves, their people, and their organizations. For example, participant 12, during
his interview, commented, “When leaders make decisions, they need to think
about their emotions.” Those leaders who chose to engage their emotional intel-
ligence as a tool to help in the decision-making process appeared as more com-
petent leaders since they seemed to gather more information relevant to the sit-

uations they needed to navigate.

5. Application of the Findings

Application to Professional Practice

Bryan and Guccione (2018) researched to determine the career value; skills
value, social value, and personal value that post-doctoral students found from
attaining their degrees. In addition, personnel within organizations benefit when
some of the people within their organization hold doctoral-level degrees. The
following section outlines ways for improving general leadership practice and
potential implementation strategies within organizations.

Improving General Leadership Practice

Kersemaekers et al. (2020) discussed the importance of improving leaders to
ensure organizational success in high-stress environments. To enhance general
leadership practice at the Air Force Technical Applications Center, personnel
can learn more about emotional intelligence. People can expect to learn to im-
prove their self-perception, self-expression, interpersonal, decision making, and
stress management skills through the application of emotional intelligence. Emo-
tionally intelligent individuals demonstrate self-perception through self-regard,
self-actualization, and emotional self-awareness. When people engage in self-
expression, they can show emotional expression, assertiveness, and indepen-
dence. Interpersonal leaders will show interpersonal relationships, empathy, and
social responsibility. Effective decision-making personnel will employ problem
solving, reality testing, and impulse control. To manage stress in their environ-

ment, leaders will practice flexibility, stress tolerance, and optimism.

6. Recommendations for Further Study

The following recommendations were considered for this research. First, research-
ers should investigate populations from high-stress and low-stress workplaces,
teaching emotional intelligence to only half of each population and later study-
ing the effects of the training on the employee’s resilience. Second, researchers
should seek to understand to what extent peer influence serves as a protective
factor against Air Force military member suicides. Baker et al. (2021) discussed
that suicides among military members actively serving in the United States Air
Force almost doubled from 2001 to 2015. Finally, researchers ought to consider a
longitudinal study of the training and implementation of emotional intelligence

within the Department of Defense. Studying personnel from the six military
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branches over time who do and do not receive emotional intelligence training
can help to highlight any differences that exist between the Air Force, Space
Force, Army, Navy, Marines, and Coast Guard personnel.

7. Limitations of the Research

The participants in the exploration into emotional intelligence contributed to
the study, given four limitations. First, the research subjects participated in the
study over a limited time. The participants gave their responses during a snap-
shot of time while working for the Air Force Technical Applications Center. Due
to the limitation of time, any peer who reviews this study should keep in mind
that this study does not serve as a generalization that could apply to the Air
Force Technical Applications Center at any other time in history or in the fu-
ture.

Second, the research participants may not have paid sufficient attention to the
tasks presented to them (Fischer et al., 2018). The subjects agreed to participate
in this study while they concurrently work at the Air Force Technical Applica-
tions Center conducting their regular duties for the organization. Given the
enormous workload and the need for prioritization, the participants may not
have invested a large amount of time in the study.

In this study into leveraging emotional intelligence to improve organizational
performance and to improve decision making, the sample size began with ob-
servations of the pool of 2302 personnel of the organization and with 15 inter-
view participants and increased until saturation occurred, so the findings proved
meaningful. When further observations and data analysis no longer provided
new data, the request for additional interviews ceased.

Finally, the number of subjects who participated in the research study pro-
vided a limited look into the personnel at the Air Force Technical Applications
Center and should, therefore, not serve as a generalization for all employees at
the Air Force Technical Applications Center (Lin, 2018).

8. Summary and Study Conclusion

The observed and interviewed personnel contributed valuable information for
the investigation into the Investigating Department of Defense leaders’ general
problem and the specific problem of leaders within the Air Force Technical Ap-
plications Center to fail to leverage emotional intelligence to increase organiza-
tional performance and decision making. The participants in this study provided
insights that allowed for the conclusion that leaders within the Department of
Defense and the Air Force Technical Applications Center fail to leverage emo-
tional intelligence to increase organizational performance and decision making.
While leaders did use emotional intelligence and others learned about emotional
intelligence, the concept of emotional intelligence proved to be not widely un-
derstood nor standardized for maximum practical usage within organizations.

As these organizations seek ways to improve national defense, they must incor-
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porate emotional intelligence as a force multiplier.
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