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Introduction
In recent times, organizational leadership has evolved to accommodate the needs of the subordinates to optimize their performance in the workplace. In creative and innovative organizations, several management techniques can be employed to develop the potential of the employees and give the organization a competitive advantage over other competitors in a dynamic market environment. Essentially, leadership in an organizational context is a form of social interaction, and emotional intelligence among the leaders in an organization can be seen as an acknowledgment of the emotional needs of the employees in the organization to determine ways in which their emotions can be used to improve performance. Furthermore, emotional intelligence in organizational managers can be essential in supporting the development of entrepreneurial cultures that allow for disruptions in the environment for the management to be agile. As such, the need to include management tools and techniques that incorporate emotional intelligence can be justified. Consequently, these tools can supplement other management techniques that are required by leaders in innovative and creative organizations.
Management Techniques for Innovative and Creative Organizations
Organizational management in innovative and creative organizations requires several techniques that mobilize the problem-solving ability and the creative potential of the members of the organization (Taha et al., 2015). Essentially, these techniques should be aligned with the organization’s objectives and support the desired culture. As such, an important management technique is the setting of achievable goals and objectives that are reasonable for the members of the organization. The organizational management should also create systems and policies that ensure the organization recruits employees that are adequately skilled and have sufficient creative capabilities. Nonetheless, training programs that improve creative thinking and other skills among the employees can be incorporated to increase their abilities. Furthermore, employee feedback concerning their perceptions and preferred working conditions can inform management changes that can be implemented to optimize innovation and creativity among members of the organization.
Additional management techniques include the allocation of work among individuals in a way that permits individuals to learn, develop, and have a sense of competence and mastery (Pfeffer, 2010). This ensures that the employees can obtain a feeling of purpose from doing meaningful work that is within their capabilities and can, therefore, optimize their innovative and creative potentials (Pfeffer, 2010). Furthermore, the members should be subjected to regular performance reviews, after which specific measures aimed at motivating the members through recognition or rewards for exceptional performance could be employed (Pfeffer, 2010). Also, tools that incorporate emotional intelligence such as emotional intelligence training, can improve the performance of the organization members (Tischler et al., 2002).
Emotional Intelligence in Leadership
Emotional Intelligence is a skill that enables an individual to express and acknowledge emotions in oneself accurately and other people, to effectively regulate these emotions in self and others, and to use feelings to motivate, plan, and achieve goals in one’s life (Kerr et al, 2006). Emotional intelligence in an organizational context is based on the fact that the organization is essentially a group of human beings that have emotions and feelings, albeit having different characters, attitudes, customs, and backgrounds (Hidalgo & Albors, 2008). Therefore, human interaction and relationships form a key component of the internal operations of any organization. As such, leadership in an organization can be seen as a social interaction in which a leader influences both the behavior and performances of the subordinates (Kerr et al, 2006). It also follows, therefore, that organizational leadership has an emotional component, which entails the leader identifying the followers’ emotional states, enabling the followers to express their emotions, and then attempting to manage the followers’ emotional states appropriately (Kerr et al., 2006). Thus, emotional intelligence is important in organizational leadership.
Management tools and techniques that incorporate emotional intelligence in creative cultures can be important in an organization. For one, these tools foster a sense of connection and positive social relations between the managers and their subordinates (Pfeffer, 2010). Moreover, tools that include emotional intelligence enable the members to have integrated lives, in which the work roles and other roles are not inherently in conflict and work roles do not conflict with the worker’s essential nature and who the person is as a human being (Pfeffer, 2010). Also, the inclusion of emotional intelligence allows the managers to increase their regulation and positive utilization of their emotions and those of their subordinates, which has been shown to reduce the levels of occupational stress in an organization (Ioannis & Ioannis, 2002). These tools also support superior social skills, communication, conflict management, teamwork, and collaboration, which directly correlate to better performance in creative organizations (Tischler et al., 2002).
Emotional Intelligence and Entrepreneurial Cultures for Management Agility
Emotional intelligence among organizational managers can support entrepreneurial cultures that allow for disruptions for management to be agile. An entrepreneurial culture refers to the attributes, values, mindset, and behavior of the members of an organization in their entrepreneurial ventures (Brownson, 2013). While the attributes refer to the skillset of the employees, values dictate the course of action of the organizational members in various situations. The mindset, in this case, is the disposition of the members in response to certain situations, while the behaviors are the direct actions of the employees that follow specific patterns. To optimize organizational agility, a crucial component of the organization should be a culture that allows for disruptions. Here, disruptions are used to mean the process through which a new product or service is introduced into a market, after which it consistently moves “upmarket”, ultimately displacing established incumbents (Zentner, 2012). As such, the response to disruptions in the organizational environment demands agility, especially from incumbent organizations being threatened by the new entrants, to enable them to remain competitive in the industry. Since the organizational managers influence the values, attitudes, and behavior of the subordinates, agility in management can help foster a culture that allows the employees to appropriately respond to disruptions. Primarily, emotional intelligence supports social awareness, relationship management, and self-awareness, which are components of emotional intelligence that significantly promote agile management in an organization (Pazhouhan et al., 2019).
Emotional intelligence among managers supports management agility in other ways. For one, agility in management requires clear and open communication channels that are based on horizontal conversations rather than one-way, top-down commands from the managers to the subordinates (Denning, 2016). Emotional intelligence can enhance horizontal communication by allowing a manager to understand the emotions of the subordinates, as well as allowing them to express these emotions regarding changes in the environment of the organization. This may help in the sharing of knowledge and information which are basic requirements for agility. Additionally, emotional intelligence in a manager enables him/her to use the emotions of the subordinates to facilitate thought, which can generate new options regarding the response to environmental changes in an organization.
Conclusion
Consequently, we can conclude that effective organizational leadership in innovative organizations requires several management techniques that support the innovative and creative abilities of the subordinates while attempting to meet the desired objectives of the organization. Fundamentally, emotional intelligence is required among the managers in an organization to promote self-awareness and communication, as well as identifying ways in which the emotions of the other members can be used to optimize performance. Essentially, employees are human beings with emotional needs, and emotional intelligence among the managers is based on creating a balance between the work requirements and these emotional needs for a suitable working environment. Also, emotional intelligence among managers can help support entrepreneurial cultures that can accommodate and deal with disruptions in the market environment by enhancing horizontal communication and positive relations in the workplace which enable effective exchange of information. In this sense, emotional intelligence positively contributes to making the management of an organization agile enough to respond to alterations in the business environment.
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