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For every leader who ever sat in a boardroom full of brilliant minds and still felt completely alone.

You were not missing intelligence.

You were missing permission to connect.

This book is that permission.
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The Meeting That Changed Everything

In the spring of 2019, I sat in a conference room of an MNC in Mumbai and watched a chief executive destroy his company in the span of a single afternoon. Not financially. Not strategically. Emotionally. He dismantled, in roughly four hours, something that had taken eleven years and the combined effort of four hundred and thirty people to build: the trust that made the organization work.

His name was Sathish. He was fifty-three, impeccably educated, analytically brilliant. He had an MBA from Wharton and a doctorate in applied economics from the London School of Economics. His strategic vision was genuinely remarkable. I had reviewed his five-year plan in preparation for this engagement, and it was as sophisticated a piece of organizational thinking as I had seen in twenty-two years of consulting work. He was, by every traditional measure of executive excellence, exceptional.

And on that Tuesday afternoon in Mumbai, with fourteen of his senior leaders sitting around a mahogany table, he received some unexpected quarterly results that were below the forecast. Not catastrophically below. Six percent below. And Sathish did something that none of the people in that room would forget for the rest of their careers.

He did not shout. He did not throw anything. He did not even raise his voice. What he did was colder and more devastating than any of those things. He went very still. His face closed like a door being shut from the inside. And then, one by one, he looked around the table and asked each person a single question: Is this your department's failure?

He was not asking to understand. He was assigning. The temperature in the room dropped in a way that was almost physical. I watched people who had been confident contributors thirty minutes earlier become very small in their chairs. I watched the head of marketing, a woman named Rekha who had built the firm's brand from obscurity to genuine market presence over six years, begin to speak and then stop herself, as though she had decided that speaking at all was dangerous.

By the time Sathish reached the end of the table, no one was meeting anyone else's eyes. The meeting ended forty minutes later without a single genuinely useful idea having been generated. The people filed out in a silence that felt like the aftermath of something violent.

Over the following eight months, three of the fourteen people at that table resigned. A fourth was quietly asked to leave. The remaining ten told me, in the confidential interviews that I conducted as part of a culture diagnostic eighteen months later, that the meeting had fundamentally changed how they operated. They had become, without anyone intending it, a group of self-protective individuals rather than a collaborative team. They shared less. They took fewer risks. They managed their visibility carefully rather than contributing fully. They were performing the appearance of engagement rather than its reality.

The company's results over those eighteen months were, predictably and precisely, the outcome of that shift: mediocre by a measure that none of Sathish’s analytical intelligence could explain, because the cause was not in any of the numbers he was equipped to read.

Sathish was not a cruel person. He was not even, by his own understanding, behaving badly. He was doing what he had been trained to do for thirty years of high-performance education and corporate advancement: responding to a problem analytically, efficiently, and with the expectation that the people around him would do the same. He had been so thoroughly prepared for the cognitive demands of leadership that he had never been prepared for its emotional ones.

He did not understand that the most consequential decisions he made every day were not strategic. They were emotional. They were the decisions about how to make people feel in the moments that mattered most. And because he did not understand this, he was making those decisions by default, on autopilot, and the autopilot was leading his organization quietly off a cliff.

This book is about what Sathish needed to know. It is about why emotional intelligence is not a soft skill, not a nice-to-have, not the corporate equivalent of a participation trophy. It is, in the age we are currently living through, the most precise and the most powerful leadership skill available. It is what separates the leaders who build organizations that last from the leaders who build organizations that succeed briefly and then, often in ways that are difficult to trace back to their actual cause, stop.

In the age of artificial intelligence, this distinction has never been more urgent. Machines are now demonstrably superior at analysis, pattern recognition, data processing, and the execution of complex logical tasks. The leaders who continue to define their value through cognitive prowess alone are competing with systems that outperform them on those dimensions and cost a fraction of their salary. The leaders who define their value through their capacity for genuine human connection, emotional understanding, and the creation of the conditions under which other human beings do their best work: those leaders are not competing with machines. They are doing something machines cannot do.

Feeling is not the opposite of thinking. In the most important leadership moments, feeling is the most sophisticated form of thinking available. This book is the argument for that claim, and the practical guide to building the capabilities it requires.
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Why Emotional Intelligence Is the Skill the World Needs Most and Teaches Least


“Logic will get you from A to B. Imagination will take you everywhere. But emotional intelligence will determine whether anyone wants to come with you.” 



There is a peculiar gap in the education of almost every leader currently running an organization anywhere in the world. It is not a gap in strategic thinking, which most leaders have studied extensively. It is not a gap in financial literacy, operational management, or technical expertise, all of which feature prominently in the curricula of the business schools and professional development programs that shaped them. The gap is in the one domain that determines, more than any other single factor, the actual quality of their leadership experience for everyone around them.

The gap is emotional. And it is almost universal.

Most leaders who have risen to positions of significant organizational responsibility have done so through systems that rewarded one specific kind of intelligence: the cognitive, analytical, logical kind that produces good examination results, impressive presentations, and compelling strategic plans. These systems, beginning in primary school and running all the way through elite MBA programs, were designed around the assumption that leadership excellence is primarily a function of intellectual capability. The person with the highest IQ, the best analytical tools, and the most comprehensive strategic framework would, in this model, produce the best leadership outcomes.

The evidence that has accumulated over the past three decades suggests this assumption is wrong. Not partially wrong. Fundamentally, systematically, consequentially wrong. And the cost of its wrongness is being paid every day, in every organization, by the people who work for leaders who are analytically brilliant and emotionally undeveloped.

What the Research Actually Shows

The research on emotional intelligence and leadership effectiveness is now substantial enough and consistent enough to constitute one of the most robust findings in the entire field of organizational psychology. Let me give you the headline before I give you the details, because the headline is startling enough to warrant emphasis: emotional intelligence accounts for a larger proportion of leadership effectiveness than cognitive intelligence, technical skill, or domain expertise, in virtually every leadership context that has been rigorously studied.

Daniel Goleman, the psychologist whose 1995 book brought emotional intelligence into the mainstream conversation about leadership, conducted a landmark analysis of competency studies from hundreds of organizations worldwide. He found that in senior leadership roles, emotional intelligence competencies accounted for nearly ninety percent of what distinguished outstanding performers from average ones. Cognitive ability and technical skills were necessary for the role, as what he called threshold capabilities: you needed a sufficient level of them to be in the room at all. But above that threshold, they did not predict who would lead most effectively. Emotional intelligence did.

This finding has been replicated, refined, and extended by researchers across disciplines and cultures in the three decades since. The Centre for Creative Leadership conducted a major study of senior executives across Europe, North America, and Asia and found that the single
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	Set aside thirty minutes this week for an honest self-assessment. For each of the five EI domains above, rate yourself on a scale of 1 to 10 based on your actual behavior, not your intentions or your self-image.

	Then ask three people who work closely with you to rate you on the same dimensions without showing them your self-ratings first.

	The gap between your self-assessment and their assessment is your most important data.

	It is the measure of your emotional blind spot, which is where the most valuable development opportunities always lives.

	Write down the single domain where the gap is largest. That is where this book begins for you.
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