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Abstract

The rapid advancement of Artificial Intelligence (Al) has transformed the way organizations
operate, offering opportunities for increased efficiency, innovation, and competitiveness.
Emotional Intelligence (EI), the ability to understand and manage emotions effectively,
emerges as a critical factor in addressing these challenges and fostering a culture of
acceptance and adaptability toward Al. This paper examines the interplay between EI and Al
within organizational contexts, highlighting how EI can enhance the adoption and integration
of Al technologies. By examining key dimensions of EI—such as self-awareness, empathy,
self-regulation, and social skills—the study elucidates their role in mitigating resistance to Al,
building trust, and facilitating smooth transitions.Effective change management requires
leaders who can navigate complex emotional landscapes. EI enables leaders to anticipate and
address resistance, communicate the benefits of Al in relatable terms, and foster an

environment of trust and collaboration. Fostering a Human-Centric Al Integration. The
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findings underscore that the integration of Al is not solely a technological challenge but also
a deeply human endeavour. Emotional Intelligence serves as a bridge between human
emotions and technological innovation, enabling organizations to navigate the complexities
of Al adoption with empathy, resilience, and strategic foresight. By prioritizing EI,
organizations can unlock the full potential of Al while ensuring a harmonious and inclusive
transition for their workforce. In conclusion, this paper emphasizes that the future of work

lies at the intersection of human and artificial intelligence.

Keywords: Emotional Intelligence, Artificial Intelligence, AI Adoption, Change
Management, Organizational Transformation, Human-Centric Integration, Workforce

Adaptability, Technological Innovation, Empathy, Leadership Skills.

Introduction

Emotional Intelligence (EI) has received a lot of interest in organisational behaviour and
leadership research because of its potential impact on a variety of workplace dynamics,
including change management. Employees frequently resist technological change for a
variety of emotional and psychological reasons, such as fear of obsolescence, insecurity about
new abilities, or difficulty with changing traditional work habits. While technological change
is vital for growth and innovation, employees may regard it as a threat, resulting in low

morale, decreased productivity, and greater turnover rates.

Emotional Intelligence plays an important role in minimising these undesirable outcomes by
allowing people to manage their own and others' emotions. Leaders with strong emotional
intelligence can show empathy, encourage open communication, and create an environment
in which people feel supported during the transformation process. This emotional support
assists employees in understanding the benefits of the new technology, coping with their
worries, and becoming more open to learning new systems. Furthermore, leaders with high EI
are skilled at dealing with conflict, managing stress, and encouraging collaboration, all of

which are critical in overcoming opposition to change.

According to research, emotionally intelligent people may better manage uncertainty, develop
resilience, and stay motivated during difficult transitions. EI also helps to establish positive

relationships among team members, hence increasing trust and cooperation, which are critical
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when adapting to new technology tools. Furthermore, organisations that invest in EI
development, whether through training programs or leadership efforts, are more likely to
have easier transitions and achieve greater success when integrating technical breakthroughs.
Overall, including EI into organisational change plans is an important step towards
overcoming opposition and guaranteeing the long-term success of technology improvements

in the workplace.
Problem Statement

Resistance to technological change is a ubiquitous concern for organisations in an
increasingly digitalised society. Despite the importance of using new technology for
operational efficiency and competitive advantage, employees are frequently hesitant due to
fears of obsolescence, a lack of trust in their capacity to adapt, or interruptions to established
workflows. This opposition can cause delays, increased expenses, lower morale, and stifle

organisational growth.

Existing techniques for dealing with this resistance are generally focused on technical
training and change management processes, which frequently miss the emotional and
interpersonal variables that influence employee behaviour. Emotional intelligence (EI), which
includes self-awareness, empathy, and social skills, is a possible option for overcoming these
underlying emotional hurdles. However, the relationship between EI and its effectiveness in

overcoming opposition to technological change is not well understood.

The challenge is to understand how EI can be used to reduce resistance, increase employee
adaptability, and develop a favourable attitude towards technological adoption. This study
gap emphasises the necessity for more inquiry into the function of EI in promoting effective

technological transitions within organisations.
Research Question

The study aims to investigate the crucial role of Emotional Intelligence (EI) in tackling the

issues associated with resistance to advances in technology in organisations.

e What specific dimensions of Emotional Intelligence (e.g., self-awareness, empathy, self-

regulation) contribute most significantly to reducing resistance to technological change?
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e How do emotionally intelligent leaders influence employee attitudes and behaviours
during the adoption of new technologies?

e What role does Emotional Intelligence play in fostering trust, communication, and
collaboration during technological transitions?

e Can Emotional Intelligence training programs enhance employees' adaptability and
acceptance of technological changes?

e How does the level of Emotional Intelligence among employees correlate with their
willingness to adopt new technologies?

e What are the differences in the impact of Emotional Intelligence on technological change

resistance across various organizational roles or hierarchical levels?

The study's goal is to provide significant insights into using Emotional Intelligence as a
strategic tool to assist easier technological transitions and foster organisational growth by
answering these questions.

Research Objectives

e To assess the role of emotionally intelligent leadership in influencing employee attitudes
and behaviour during technological transitions.

e To evaluate the effectiveness of Emotional Intelligence training programs in improving
employees' adaptability to technological changes.

e To analyse the correlation between employees’ levels of Emotional Intelligence and their

acceptance of new technologies.
Purpose of the study

The goal of this research is to investigate the function of emotional intelligence (EI) in
overcoming opposition to technological change in organisations. The study aims to develop
solutions for mitigating resistance and increasing the success of change management
activities by investigating how EI effects employee attitudes, behaviours, and adaptability
during technological changes. Furthermore, the study intends to give organisations with
actionable insights into using EI as a tool to develop a supportive culture, increase
communication, and build trust, ultimately assuring the successful adoption and integration of

new technology.
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Significance of the study (why the research is important).

This study is significant because it addresses a fundamental issue for organisations in today's
fast expanding technological environment: resistance to change. As technical improvements
become increasingly important for maintaining competitiveness, organisations must
successfully handle the human element of changes. Resistance to technological change is
frequently caused by emotional and psychological issues, which, if not addressed, can result

in delays, greater expenses, and decreased production.

This study focusses on the role of Emotional Intelligence (EI), which is an important but
underexplored aspect of change management. EI equips managers and staff members with the
skills needed to negotiate emotions, create trust, and foster healthy relationships, all of which
are critical for minimising opposition and assuring the smooth adoption of new technologies.
This study is important because it fills a vacuum in the literature by providing insights into
how EI might be used as a strategic tool to promote organisational adaptation and resilience.
Furthermore, the study has practical consequences for leadership development and employee
training, offering organisations a framework for incorporating EI into change management
methods. This not only helps with successful technological transformations, but it also fosters
a supportive workplace culture, which improves overall organisational performance and

employee well-being.
Literature Review

Zhao (2024) examined emotional intelligence as a mediating factor between leadership style
and resistance to change. It showed how emotionally intelligent leadership create trust and

minimizes resistance.

Lee(2023)this paper identified that emotional intelligence as a predictor of successful
technology adoption. It provides empirical evidence linking higher emotional intelligence
levels to improved employee attitudes and behaviour during technologies implementation.
Patel (2023)examined the role of emotional intelligence in IT system implementations, this
research emphasizes how emotional intelligence reduces resistance by addressed the

emotional barriers associated with technological changes.

5 ICSDG-CIP-2025 25" 26™ April 2025



Conference Proceedings International Conference on Sustainable Development Goals-
Challenges, Issues & Practices by TMIMT- College of Management, Teerthanker Mahaveer
University, Moradabad 25th & 26th April 2025. TMIMT International Journal (ISSN: 2348-
988X)

Green (2022) this study presented a case study from the tech industry, demonstrated that how
emotional intelligence helps in mitigate resistance to change. It underscores the role of

emotionally intelligent leadership in created a supportive culture during transitions.

Nguyen(2022) depicted the relationship between emotional intelligence and change
readiness, focused on its implications for implementing new technologies and it highlighted

that how emotional intelligence training can enhance employee’s preparedness for change.

Chen, D. (2022) analysed that how emotional intelligence engagement during technologies
changes and their findings show that emotionally intelligent employees are more likely to

remain engaged and motivated.

Smith (2021) studied how Emotional Intelligence aids employee adaptability during
technological transitions. It was highlighted specific EI competencies, such as self-regulation
and empathy, as essential for helping employees cope with changes in their work

environments.

Martinez (2021) discussed that how leveraging emotional intelligence can facilitate digital
transformation. Their findings emphasized the strategic importance of emotional intelligence

in created collaboration and reduced resistance to technological advancements.

Kim ef al., (2021) explored the effects of emotional intelligence on employee acceptance of
technological change, demonstrating that higher emotional intelligence levels correlate with

reduced resistance and increased openness to innovation.
Research Gap

Despite the rising amount of research on Emotional Intelligence (EI) and resistance to
technological change, numerous gaps remain in our understanding of the exact mechanisms

by which EI promotes organisational flexibility and technological adoption.

e The relationship between different aspects of Emotional Intelligence (EI) and specific
types of resistance (e.g., cognitive, emotional, or behavioural) to technological change

remains underexplored.
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e There is insufficient research on how EI impacts resistance to change at various
organizational levels, such as employees, middle management, and leadership.

e The influence of cultural and contextual factors on the effectiveness of EI in overcoming
resistance to technological change has not been widely studied.

e There is a lack of longitudinal studies examining how the development of EI over time
affects an organization’s ability to adapt to successive technological changes.

o Existing research focuses mainly on the individual level of EI, with limited exploration
into how collective EI within teams or organizations influences resistance to

technological transitions.

These study gaps will provide a more in-depth understanding of how EI can be strategically
used to reduce opposition, improve organisational readiness, and ensure the successful

implementation of new technology.

Research Design

Combining qualitative (interviews) and quantitative (surveys) approaches, the mixed-
methods research methodology of the study investigates the way emotional intelligence (EI)
facilitates the acceptance and incorporation for artificial intelligence (Al) within

organisational environments.

Data Collection Methods

Structured questionnaires and semi-structured interviews were combined in data collecting.
The survey tool was a set of closed-ended questions meant to compile quantitative
information from managers and staff members who actively interact with artificial
intelligence systems inside their companies. These polls evaluated many facets, including
emotional intelligence, openness to technology change, and opinions about artificial
intelligence integration. Complementing the polls, team leaders, top executives, and HR
experts underwent semi-structured interviews. These interviews offered more in-depth
qualitative insights on how emotional intelligence shapes Al adoption processes, the part

leadership plays in guiding change, and personal experiences of helping technology
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transitions occur. This combined technique allowed the research to record the extent and

depth of the occurrence under observation.

Sampling Technique and Population

o Sampling Technique: Stratified random sampling ensured representation across roles and

sectors.

e Population: Employees from medium to large organizations across IT, manufacturing,

finance, and healthcare sectors.
e Sample Size: 300 survey respondents and 20 interview participants.

Tools or Instruments Used for Analysis

e Quantitative Tools: SPSS and AMOS for descriptive statistics, correlation.
e Qualitative Tools: NVivo for thematic content analysis.

Ethical Considerations and Limitations

Throughout the research, ethical issues took front stage to guarantee the integrity and dignity
of every participant engaged in it. Before taking part, participants gave informed permission
and were completely advised on the aim of the study. Their privacy and confidentiality were
rigorously respected, and all information was kept safely. The study also followed ethical
standards on the voluntary character of involvement and the right to quit at any moment free
from consequences. The study's emphasis on particular industry sectors limits generalisability
of the results and thereby has certain limits. Furthermore, depending on self-reported data
could add bias; and as artificial intelligence technology is changing, the findings might get

out of current with time.

Hypothesis

1. Hoi: Emotionally intelligent leadership significantly influences employee attitudes

and behaviour during technological transitions.

2. Hoz: Emotional intelligence training programs have a positive impact on employees'

adaptability to technological changes.
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3. Hos: There is a significant positive correlation between employees’ levels of

emotional intelligence and their acceptance of new technologies.

Results
The part on the discussion offers an interpretative prism through which the results of the
research are seen, stressing the several ways in which emotional intelligence shapes

organisational and personnel readiness for artificial intelligence integration.

Aspect Key Findings

EI and Al Adoption High EI individuals are more open and adaptable to Al-
related changes.

EI and Team Collaboration | Teams with higher EI scores showed better collaboration
with Al systems.

Leadership EI and Al Transformational leaders with high EI facilitated smoother

Integration Al integration.

Resistance to Al Lower EI levels correlated with higher resistance to Al
adoption.

Qualitative Insights Interviewees emphasized trust-building and empathy in Al

training programs.

These results highlight generally the strategic relevance of emotional intelligence in
promoting effective digital transformation and also indicate future directions of research to

enhance and widen this knowledge in many organisational environments.

Figure 1: Correlation between EI and AI Adoption

EI Score Range Avg. Al Adoption (1-5) Correlation Coefficient
0-20 1.8
2140 2.4
41-60 3.2
61-80 4.1

9 ICSDG-CIP-2025 25" 26™ April 2025



Conference Proceedings International Conference on Sustainable Development Goals-
Challenges, Issues & Practices by TMIMT- College of Management, Teerthanker Mahaveer
University, Moradabad 25th & 26th April 2025. TMIMT International Journal (ISSN: 2348-
988X)

81-100 4.6 r=0.72 (p <0.01)

Interpretation

Emotional intelligence (EI) and the acceptance of artificial intelligence (Al) inside companies
show an unambiguous positive correlation according the statistics. Higher emotional
intelligence people are more open and flexible in integrating artificial intelligence, so the
average Al adoption score rises as the EI score range expands.Respondents in this category,
with lower EI, had an average Al adoption score of 1.8, showing a more negative or resistant
attitude towards Al adoption.Those in the EI Score Range 2140 had an average Al adoption
score of 2.4, displaying somewhat more openness but still some hesitancy from their quite

low EIL

EI Score Range 41-60: Respondents with a moderate level of EI averaged 3.2 in Al adoption,
reflecting a neutral to positive view on artificial intelligence.Respondents in the EI Score
Range 61-80 had a far higher average Al adoption score of 4.1, indicating that higher EI
people are more responsive and comfortable with the integration of Al. With an average Al
adoption score of 4.6, the highest EI group indicated a great degree of acceptance and
excitement towards artificial intelligence technologies. Higher EI is linked to more
favourable attitudes towards Al integration, hence the correlation value of 0.72 (p < 0.01)
reveals a substantial positive relationship between EI and AI adoption. The statistically
significant outcome implies that employees' engagement with artificial intelligence

technologies is much influenced by emotional intelligence.

Table 1: Demographic Breakdown of Survey Participants

Category Sub-category Respondents %

Gender Male 180 60%
Female 120 40%

Age Group 21-30 90 30%
31-40 120 40%
41-50 60 20%
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51+ 30 10%
Sectors IT 90 30%
Healthcare 75 25%
Finance 60 20%
Manufacturing 75 25%
Job Role Managerial 110 36.7%
Technical/Operational 140 46.7%
HR/Administrative 50 16.6%

Interpretation
With notable representation in terms of gender, age, sector, and work function, the
demographic breakdown of the survey participants exposes a well-balanced sample across

several categories.

Gender: The sample shows a rather equal gender distribution with 60% male and 40%

female respondents.

Age Group: With 30% in the 21-30 range and 40% in the 3140 range, most of the
participants—70% —fall between the 21-40 range. This captures a younger workforce more
likely to be interacting with artificial intelligence technologies. Only 10% of responses are 51
years and above, implying minimal involvement from senior employees, who might be less

willing to deal with Al. A lower number (20%) fall between the 41-50 age range.

Participants were quite evenly split across sectors: thirty percent from the IT industry,
twenty percent from finance, twenty percent from healthcare, and twenty percent from
manufacturing. Though the IT and healthcare industries are somewhat over-represented, most
likely due to their active participation with Al technologies, this distribution shows a varied
representation.

While 36.7% were in managing responsibilities, most respondents—46.7%—held technical

or operational roles; 16.6% worked in HR/administrative roles. This distribution points to the
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most connection between operational positions and artificial intelligence systems, whilst
management and HR roles could offer more general organisational viewpoints on Al

deployment.

Chart 1: Frequency of Positive vs Negative Attitudes Toward Al Integration

Attitude Category Respondents Percentage
Strongly Positive 100 33.3%
Moderately Positive 120 40.0%
Neutral 40 13.3%
Moderately Negative 25 8.3%
Strongly Negative 15 5.0%
Interpretation

According to the findings, staff members have generally positive opinions about artificial
intelligence integration into companies. Reflecting confidence and openness about
technological progress, an overall 73.3% of respondents—33.3% highly positive and 40.0%
somewhat positive—showered positive opinions. This implies that most people in the
workforce are either fervent supporters of using artificial intelligence methods or wary ones.
13.3% of respondents, meanwhile, had a neutral attitude, maybe reflecting confusion or lack
of enough Al experience. Of the participants, just a few showed opposition; 8.3% responded
somewhat negatively and 5.0% responded severely negatively. Although the general attitude
is good, the findings show that some employees might need focused interventions—such as
emotional intelligence education or clearer communication on the advantages of artificial

intelligence—to lower anxiety and advance more general acceptance.

Discussion
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The study's findings underline the way emotional intelligence (EI) greatly affects the
acceptance and incorporation for artificial intelligence (AI) within companies, especially by

means of improved employee engagement and smoother change management.

Discussion Element Explanation
EI in Change EI enables smoother transitions by reducing resistance and
Management enhancing adaptability to Al

Literature Comparison | Aligns with Goleman (1995), Mayer et al. (2004), and Coté
(2014) on EI’s role in tech adoption.

Organizational EI training can help organizations foster a culture conducive to
Implications innovation and digital change.

Sectoral Observations | IT and Healthcare sectors showed the strongest positive
correlation between EI and Al outcomes.

Study Limitations Results may not generalize across all industries or geographies;
self-reported data has bias.

Overall, even if emotional intelligence shows to be a strong promoter of Al integrating, future
research has to solve present constraints and extend on contextual factors in order to fully

grasp its long-term organisational influence.

Conclusion

The study emphasises the need for emotional intelligence in effectively negotiating artificial
intelligence integration. Higher EI is associated with improved teamwork, change openness,
and leadership efficacy. The results of this study underline the critical need of emotional
intelligence within enabling the effective acceptance and integration for artificial intelligence
in companies. Leaders and staff with emotional intelligence were shown to be more flexible,
strong, and receptive to technology improvements. High emotional intelligence as well as
positive attitudes towards artificial intelligence show their importance in modern digital
companies. Organisations may create a setting that not only embraces artificial intelligence
but also flourishes alongside it by including emotional intelligence through leadership

development initiatives and staff development programs.
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