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ABSTRACT: The accelerating convergence of Artificial 

Intelligence (AI) and organizational leadership is reshaping 

productivity across industries, yet African contexts remain 

insufficiently theorized, particularly regarding the integration 

of AI with human-centred leadership constructs. This paper 

examined the interface between AI-augmented leadership and 

Emotional Intelligence (EI) in driving adaptive performance 

and sustainable competitiveness in African industries. It 

advances a context-sensitive integrative framework that 

explains how the synergy between AI capabilities and EI 

competencies enhances leadership effectiveness. To achieve 

this aim, the paper evaluated the extent to which AI-augmented 

analytics improves leaders’ decision-making processes, 

examined the interaction between EI and AI systems in 

shaping organizational performance, and developed a 

framework for implementing AI-augmented emotionally 

intelligent leadership within African settings. The paper was 

anchored on Transformational Leadership Theory and 

Goleman’s Emotional Intelligence framework, offering a dual 

perspective that integrates technological augmentation with  
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relational competencies. Methodologically, a systematic analytical review approach 

was adopted, drawing on secondary data to synthesize existing empirical and 

conceptual insights. Findings indicated that leaders who effectively integrate AI into 

their practices while demonstrating high EI exhibit greater adaptability, reduced 

organizational conflict, and improved employee engagement. These outcomes 

highlight the complementary relationship between AI-driven analytics and 

emotionally intelligent leadership. The paper concluded that AI is unlikely to replace 

human leadership; rather, when strategically integrated, it enhances leaders’ 

effectiveness and emotional capacity. The paper  recommended among others that 

African organizations should institutionalize leadership development programmes 

that combine AI literacy with emotional intelligence to support data-driven and 

human-centred decision-making. 

Keywords: Artificial Intelligence, Emotional Intelligence, AI-Augmented Leadership 

in African Industries, Organizational Performance.  

1. Introduction  

The growing diffusion of artificial intelligence (AI) across industrial systems has 

altered how leadership is enacted, particularly in contexts where decision-making, 

coordination, and communication depend on both data-driven insights and human 

judgement. AI is increasingly deployed to support managerial functions such as 

predictive analytics, workflow optimization, and performance monitoring, thereby 

extending the cognitive capacity of leaders rather than replacing them (Matli, 2024). 

This shift has given rise to what is now described as AI-augmented leadership, where 

human leaders rely on intelligent systems to enhance strategic choices while 

maintaining responsibility for ethical judgement, interpersonal relations, and 

organizational cohesion. 

At the same time, emotional intelligence remains central to leadership effectiveness. 

Emotional intelligence refers to the ability to recognize, regulate, and utilize 

emotions in oneself and others to guide behaviour and social interactions. Empirical 

evidence continues to show that leaders with higher emotional intelligence 

demonstrate stronger communication skills, better conflict resolution capacity, and 

improved team outcomes (Carter, 2024). Within industrial environments, where 
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workforce diversity, operational pressures, and technological change intersect, 

emotional intelligence contributes to trust-building, employee engagement, and 

adaptive leadership practices. Studies in African organizational contexts further 

affirm that emotional intelligence has a direct positive relationship with leadership 

effectiveness and organizational culture (Kubjana et al., 2024; Maddocks, 2023). 

The convergence of AI and emotional intelligence has therefore become a critical 

area of inquiry. Emerging research suggests that emotionally intelligent AI systems 

and AI-supported leadership practices can improve communication clarity, decision 

efficiency, and organizational responsiveness when combined with human emotional 

competence (Suleiman et al., 2025) . Rather than displacing human leadership 

qualities, AI introduces new demands for leaders to interpret algorithmic outputs 

through an understanding of human behaviour and organizational dynamics. This is 

particularly relevant in industrial settings characterized by automation, digital 

transformation, and evolving labour structures. 

In the African context, the adoption of AI remains uneven due to infrastructural 

limitations, skill gaps, and policy inconsistencies, even though awareness of its 

potential continues to increase across sectors (Aryee et al., 2025). Industrial 

organizations across the continent are gradually integrating digital technologies into 

production and management systems, yet the human capacity required to effectively 

align these technologies with leadership practices is still developing. Evidence 

indicates that while AI can improve operational efficiency, its effectiveness is 

significantly influenced by leadership competencies, especially those rooted in 

emotional intelligence (Suleiman et al., 2025)  

Furthermore, the rise of digital and automated work environments has intensified the 

need for leaders who can balance technological capabilities with human-centred 

management. Research on AI-enabled work systems highlights the importance of 

integrating emotional intelligence into leadership frameworks to sustain team 

cohesion, motivation, and ethical responsibility in technologically mediated 

environments (Farid & Harajli, 2025). In African industrial settings, where labour 

relations, cultural diversity, and institutional constraints shape organizational 

outcomes, this integration becomes even more significant. The ability of leaders to 
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model emotional intelligence while leveraging AI tools is therefore essential for 

improving productivity, managing change, and sustaining industrial growth. 

2. Statement of the Problem 

Despite the increasing interest in artificial intelligence within African industries, 

there remains limited empirical and theoretical clarity on how AI can be effectively 

integrated into leadership practices without undermining the human dimensions of 

management. Many organizations have adopted AI technologies primarily for 

operational efficiency, yet insufficient attention has been given to how these 

technologies interact with leadership behaviour and emotional intelligence. Existing 

studies indicate that while AI enhances decision-making processes, its effectiveness 

is moderated by leaders’ emotional intelligence, suggesting that technological 

adoption alone is insufficient for improved organizational outcomes (Suleiman et al., 

2025). 

In African industrial settings, this challenge is compounded by structural constraints 

such as inadequate digital infrastructure, limited technical expertise, and gaps in 

leadership training related to AI integration (Aryee et al., 2025). These limitations 

restrict the ability of organizations to fully utilize AI in ways that complement human 

leadership capacities. At the same time, there is evidence that emotional intelligence 

significantly influences leadership effectiveness, yet it is often treated separately 

from technological competence in both research and practice (Carter, 2024; Kubjana 

et al., 2024). This separation has created a disconnect between digital transformation 

initiatives and leadership development strategies within industrial organizations. 

Moreover, the rapid introduction of AI into workplaces has raised concerns about 

workforce displacement, changes in job roles, and the erosion of interpersonal 

relationships, particularly in environments where leadership already faces challenges 

related to communication, trust, and employee engagement. Without a clear 

framework for integrating AI with emotional intelligence, leaders may rely 

excessively on data-driven systems at the expense of human judgement, thereby 

weakening organizational cohesion and morale. Conversely, insufficient use of AI 

may limit organizational competitiveness in a global economy increasingly driven by 

digital innovation. 
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The core problem, therefore, lies in the absence of a coherent model that explains 

how AI-augmented leadership can be aligned with emotional intelligence within 

African industrial contexts. There is a need to understand how leaders can effectively 

combine technological tools with emotional competencies to enhance decision-

making, employee relations, and organizational performance. Addressing this gap is 

essential for developing leadership approaches that are both technologically informed 

and socially responsive, particularly in African industries undergoing digital 

transformation. 

3. Aim and Objectives  

This paper aimed to explore the interface between AI-augmented leadership and 

Emotional Intelligence (EI) construct in driving adaptive performance and 

sustainable competitiveness in African industries. Meanwhile, the paper sought to 

achieve three specific objectives:  

i. to establish the extent to which AI-augmented analytics enhance leaders’ 

decision-making processes in African industries. 

ii. to examine the interface between leaders’ EI and AI systems in driving 

organizational performance. 

iii. to unveil the context-specific framework for implementing AI-augmented 

emotionally intelligent leadership in African industries. 

 

4. Methodology  

This paper adopted an analytic systematic review approach relying exclusively on 

secondary data in order to synthesize existing empirical and theoretical evidence on 

AI-augmented leadership and emotional intelligence within industrial contexts. The 

choice of analytic systematic review was justified by the fragmented and emerging 

nature of research on the intersection of artificial intelligence and leadership in 

African settings, which necessitates a structured, transparent, and replicable method 

for identifying, evaluating, and integrating findings across studies. The review 

process was guided by the Preferred Reporting Items for Systematic Reviews and 

Meta-Analyses (PRISMA) framework, originally developed by David Moher which 
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provides a standardized protocol for literature identification, screening, eligibility 

assessment, and inclusion (Page et al., 2021).  

Inclusion criteria were defined to ensure relevance and quality, focusing on peer-

reviewed journal articles and scholarly publications published between 2023 and 

2026, written in English, and addressing at least one of the core constructs of AI in 

leadership, emotional intelligence, or organizational performance within industrial or 

organizational contexts. Studies were required to present clear methodological 

approaches and empirically or theoretically grounded findings. Exclusion criteria 

eliminated conference abstracts without full texts, non-scholarly sources, opinion 

pieces lacking methodological rigour, and studies published prior to 2023 in order to 

maintain currency. 

 The search strategy involved the use of academic databases such as Scopus, Web of 

Science, and Google Scholar, employing keywords including “AI-augmented 

leadership,” “emotional intelligence,” “industrial organizations,” and “Africa,” 

combined using Boolean operators. Titles and abstracts were initially screened, 

followed by full-text evaluation to ensure alignment with the paper objectives. This 

methodological approach was appropriate because it allowed for a comprehensive 

and critical synthesis of recent evidence while minimizing bias through transparent 

selection procedures, thereby providing a reliable foundation for understanding the 

integration of AI and emotional intelligence in contemporary leadership practice. 

5. Literature review  

The review of relevant and related literature for this paper was done in line with the 

aim and objectives of the paper under conceptual review, empirical review and 

theoretical framework as follows:  

5.1 Conceptual Review  

5.1.1 AI-Augmented Leadership 

AI-augmented leadership has emerged from recent attempts to explain how artificial 

intelligence extends, rather than replaces, human leadership capabilities. Wisdom 

(2024) defines it as a form of leadership in which AI systems support leaders’ 

judgement through data processing, predictive analytics, and decision assistance, 
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thereby improving the accuracy and speed of managerial decisions. Similarly, Radha 

et al. (2025) argue that AI augments leadership by integrating computational 

intelligence with human empathy, enabling leaders to interpret behavioural patterns 

and respond more effectively to organizational challenges. Noordeen (2026) further 

observes that AI strengthens leadership effectiveness primarily through enhanced 

decision quality and performance monitoring, but its impact depends on how well 

leaders combine technological outputs with interpersonal competence. These 

positions converge on the view that AI does not assume leadership roles 

independently but functions as a cognitive and analytical extension of human leaders. 

For the purpose of this paper, AI-augmented leadership is understood as a leadership 

approach in which human decision-making, relational engagement, and strategic 

direction are enhanced through the deliberate integration of AI-driven analytical and 

predictive capabilities. 

5.1.2 Emotional Intelligence 

Emotional intelligence has been widely conceptualized within management and 

psychology as a core determinant of leadership effectiveness. Hwang (2024) defines 

it as the capacity to perceive, understand, and regulate one’s own emotions as well as 

those of others in ways that enhance interpersonal relationships and workplace 

outcomes. In a similar vein, Singh et al. (2025) emphasize emotional intelligence as a 

leadership resource that supports communication, empathy, and adaptive behaviour 

in uncertain organizational environments. Recent empirical work also demonstrates 

that emotional intelligence underpins trust-building, ethical conduct, and team 

cohesion, reinforcing its centrality to leadership practice (Ćwiąkała et al., 2025). 

While earlier perspectives focused on emotional intelligence as an individual 

psychological trait, newer studies situate it within organizational processes and 

leadership behaviour. Based on these views, this paper adopts emotional intelligence 

as the leader’s capacity to recognize, interpret, and regulate emotional dynamics in 

self and others in ways that sustain effective communication, trust, and coordinated 

action within organizational settings. 
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5.1.3 Modelling 

Modelling in organizational and management research is generally understood as the 

development of conceptual or analytical representations that explain relationships 

among variables and guide practical application. Farid and Harajli (2025) 

conceptualize modelling in AI-related leadership research as the construction of 

mediation and moderation frameworks that explain how technological and human 

factors interact to influence performance outcomes. Similarly, Jain and Malagi 

(2024) highlight modelling as a process of systematically analysing relationships 

between constructs such as AI, leadership behaviour, and emotional intelligence in 

order to derive explanatory and predictive insights. These perspectives indicate that 

modelling is not limited to statistical formulation but also involves conceptual 

structuring that clarifies how phenomena are linked within a given context. Drawing 

from this, modelling in the present paper is conceived as the systematic development 

of a conceptual framework that explains the interaction between AI-augmented 

leadership and emotional intelligence and how this interaction shapes outcomes in 

industrial organizations. 

The concept of an industrial setting refers to the organizational environment in which 

production, operations, and workforce coordination occur, often characterized by 

formal structures, technological systems, and task specialization. Recent literature on 

AI and human resource management describes industrial settings as technologically 

evolving environments where automation, data systems, and human labour intersect 

to drive productivity and organizational performance (Jain & Malagi, 2024). These 

authors further note that modern industrial environments are shaped by increasing 

reliance on AI technologies, which transform operational processes and redefine 

leadership responsibilities. Within such settings, leadership is required to manage 

both technological systems and human relationships simultaneously. In this paper, an 

industrial setting is defined as a structured organizational environment characterized 

by production-oriented activities, technological integration, and coordinated human 

labour, within which leadership practices and emotional processes interact to 

influence performance outcomes. 
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5.1.4 The Extent to which AI-augmented Analytics Enhance Leaders’ Decision-

Making Processes in African Industries 

Recent empirical work shows that AI-augmented analytics has begun to influence 

managerial decision processes by improving data interpretation, forecasting 

accuracy, and response time in industrial organizations. AI-augmented analytics 

refers to the integration of machine learning, predictive modelling, and data 

visualization tools into managerial decision routines, allowing leaders to move 

beyond intuition-driven approaches toward evidence-based judgements. Brynjolfsson 

et al. (2023) demonstrate, using firm-level data, that organizations adopting AI-

supported decision systems experience measurable improvements in productivity, 

with performance gains ranging between 3% and 15% depending on the sector and 

level of integration. Their findings indicate that the value of AI is not automatic but 

depends on complementary managerial capabilities, including the ability to interpret 

outputs and align them with strategic goals. 

Within African industries, the adoption of AI-augmented analytics remains uneven 

but is expanding in sectors such as finance, telecommunications, and manufacturing. 

A study by Akerkar (2024) shows that firms deploying AI-driven analytics in 

emerging markets report faster decision cycles and improved operational efficiency, 

particularly in supply chain optimization and risk assessment. In Nigeria’s financial 

services sector, case evidence from commercial banks indicates that AI-based credit 

scoring and fraud detection systems have reduced decision latency and improved 

accuracy in lending decisions (Ogunleye & Adeyemo, 2024). These systems process 

large datasets in real time, enabling leaders to make informed decisions under 

conditions of uncertainty, which is particularly relevant in volatile economic 

environments. 

However, the effectiveness of AI-augmented analytics in decision-making is 

contingent on the interaction between technological capability and human 

judgement. Raisch and Krakowski (2024) argue that AI systems excel at pattern 

recognition and prediction but lack contextual understanding, making human 

oversight essential for interpreting results and addressing ethical concerns. Their 

analysis shows that hybrid decision models, where AI provides recommendations and 
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human leaders retain final authority consistently outperform fully automated or 

purely human approaches. This finding is particularly relevant in African industrial 

settings, where contextual factors such as informal market structures, regulatory 

variability, and cultural dynamics require nuanced interpretation beyond algorithmic 

outputs. 

Empirical studies also highlight that AI-augmented analytics can reduce cognitive 

biases in decision-making. Jarrahi (2023) finds that AI systems can counteract human 

limitations such as overconfidence and information overload by presenting structured 

insights and alternative scenarios. In industrial operations, this has translated into 

improved maintenance scheduling, demand forecasting, and resource allocation. For 

instance, manufacturing firms in South Africa using AI-based predictive maintenance 

systems have reported reductions in equipment downtime by up to 30%, leading to 

cost savings and improved production efficiency (Mhlanga, 2023). These outcomes 

demonstrate how AI analytics can directly influence operational decisions with 

measurable economic impact. 

Despite these benefits, several constraints limit the full realization of AI-augmented 

decision-making in African industries. Data quality remains a major challenge, as 

incomplete or inconsistent datasets reduce the reliability of AI outputs. Additionally, 

skill gaps in data literacy among managers hinder the effective interpretation of 

analytics. Makridakis et al. (2023) emphasize that without adequate training, leaders 

may either over-rely on AI recommendations or disregard them entirely, both of 

which undermine decision quality. Infrastructure limitations, including unreliable 

power supply and limited access to high-performance computing resources, further 

constrain adoption in many African contexts. 

In sum, the evidence suggests that AI-augmented analytics enhances decision-

making processes by improving accuracy, speed, and consistency, but its impact 

depends on the capacity of leaders to integrate technological insights with contextual 

understanding. In African industries, where uncertainty and complexity are prevalent, 

the combination of AI-driven analytics and human judgement offers a pathway for 

more effective and adaptive decision-making. 
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Global Evidence and Implications for African Industries 

A growing body of empirical and case  studies demonstrates that AI-augmented 

analytics has significantly enhanced leaders’ decision-making processes across 

industries globally by improving speed, accuracy, and predictive capacity. In 

advanced industrial contexts, firms such as Amazon and Siemens have deployed AI-

driven analytics to optimize supply chain management, demand forecasting, and 

operational efficiency. For instance, Amazon’s use of predictive analytics enables 

real-time inventory management and anticipatory shipping, thereby allowing 

managerial decisions to be based on highly granular consumer behaviour data 

(Brynjolfsson et al., 2023).  

Similarly, Siemens integrates AI into its manufacturing systems through predictive 

maintenance technologies, enabling leaders to anticipate equipment failures and 

reduce downtime, which enhances operational continuity and cost efficiency 

(Makridakis et al., 2023). These cases illustrate how AI transforms decision-making 

from reactive to proactive, thereby strengthening strategic planning and execution. 

In the financial sector, global institutions such as JPMorgan Chase have adopted AI-

powered risk analytics platforms to improve credit decision-making and fraud 

detection. These systems process vast datasets in real time, enabling leaders to make 

more accurate and timely financial decisions. The implications of such practices are 

equally relevant for emerging economies. In Nigeria, commercial banks have 

adopted similar AI tools for credit scoring and fraud detection, resulting in improved 

risk management and faster decision cycles (Ogunleye & Adeyemo, 2024).  

These examples underscore the universal applicability of AI-augmented analytics in 

enhancing decision quality. For African industries, the adoption of such systems is 

particularly critical given the prevalence of uncertainty, data fragmentation, and 

rapidly changing market conditions. By leveraging AI analytics, leaders in African 

Industries can mitigate information asymmetry, reduce decision biases, and improve 

organizational responsiveness, thereby positioning their firms for greater 

competitiveness in the global economy. 
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5.1.5 The Interface Between Leaders’ Emotional Intelligence and AI Systems in 

Driving Organizational Performance 

The interaction between leaders’ emotional intelligence and AI systems has become a 

central concern in understanding how technological adoption influences 

organizational performance. Emotional intelligence enables leaders to manage 

interpersonal relationships, interpret social cues, and maintain team cohesion, while 

AI systems provide analytical support for decision-making and operational 

efficiency. The interface between these elements determines how effectively 

organizations translate technological capabilities into performance outcomes. 

Recent studies indicate that emotional intelligence plays a mediating role in the 

relationship between AI adoption and organizational performance. Tarafdar et al. 

(2023) show that while AI systems improve efficiency and accuracy, their impact on 

performance is significantly enhanced when leaders possess strong emotional 

intelligence, particularly in managing employee responses to technological change. 

Employees often experience uncertainty and resistance when AI is introduced into 

the workplace, and emotionally intelligent leaders are better equipped to address 

these concerns through communication, empathy, and trust-building. 

Empirical evidence from African contexts supports this view. A study of 

manufacturing firms in Kenya found that organizations with higher levels of 

leadership emotional intelligence reported stronger employee engagement and 

smoother implementation of AI systems, leading to improved productivity (Kariuki 

& Njoroge, 2024). The study shows that emotional intelligence facilitates the 

acceptance of AI technologies by aligning organizational goals with employee 

expectations. Similarly, research in South African construction firms indicates that 

leaders who demonstrate emotional awareness and regulation are more effective in 

integrating digital tools into team workflows, resulting in better project outcomes 

(Aigbavboa et al., 2024). 

The interface between emotional intelligence and AI is also evident in decision-

making processes that involve human judgement. AI systems can generate 

recommendations based on data, but leaders must consider the emotional and social 

implications of these decisions. Dellermann et al. (2023) argue that human-AI 
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collaboration is most effective when leaders use emotional intelligence to interpret 

AI outputs in ways that consider stakeholder interests and organizational culture. 

This is particularly important in African industries, where social relationships and 

cultural norms play a significant role in organizational dynamics. 

Case studies further illustrate this interaction. For instance, in Nigeria’s 

telecommunications sector, companies that combined AI-driven customer analytics 

with emotionally intelligent leadership reported higher customer satisfaction and 

retention rates (Ogunnaike et al., 2024). Leaders used AI insights to identify 

customer needs while applying emotional intelligence to tailor communication 

strategies and resolve conflicts. This combination resulted in improved service 

delivery and competitive advantage. 

However, challenges remain in aligning emotional intelligence with AI systems. One 

major issue is the risk of over-reliance on data-driven decision-making at the expense 

of human judgement. Wilson and Daugherty (2023) caution that excessive 

dependence on AI can lead to the neglect of interpersonal factors, which are critical 

for organizational performance. Additionally, there is a lack of structured frameworks 

for integrating emotional intelligence into AI-driven leadership practices, particularly 

in developing economies. 

The evidence suggests that the interface between leaders’ emotional intelligence and 

AI systems is a key determinant of organizational performance. AI provides 

analytical capabilities, while emotional intelligence ensures that these capabilities are 

applied in ways that support human relationships and organizational goals. In African 

industrial settings, where social and cultural factors are highly influential, this 

integration is essential for achieving sustainable performance outcomes. 

Practical Applications and Case Studies  

The integration of AI systems into organizational processes necessitates a 

complementary emphasis on leaders’ emotional intelligence (EI), particularly in 

managing the human implications of technological transformation. Global case 

studies reveal that organizations achieving optimal performance from AI adoption are 

those that effectively combine technological capability with emotionally intelligent 

leadership. For example, Microsoft’s organizational transformation under AI 
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integration has been accompanied by a strong emphasis on empathetic leadership and 

employee engagement, which facilitated smoother transitions and reduced resistance 

to technological change (Wilson & Daugherty, 2023). This demonstrates that AI 

effectiveness is not solely dependent on technical deployment but also on leadership 

capacity to manage emotions, expectations, and organizational culture. 

In the healthcare sector, the Mayo Clinic in the United States has implemented AI-

driven diagnostic systems while simultaneously training leaders and practitioners in 

emotional intelligence competencies such as empathy and patient-centered 

communication. This dual approach has improved both clinical decision-making and 

patient satisfaction, illustrating the synergy between AI and EI in complex 

organizational environments (Jarrahi, 2023). Within African contexts, similar 

patterns have emerged. In Kenya, manufacturing firms that combined AI adoption 

with emotionally intelligent leadership practices reported higher employee morale 

and improved productivity outcomes (Kariuki & Njoroge, 2024). Likewise, in South 

Africa’s construction industry, leaders who demonstrated emotional awareness and 

effective communication were better able to integrate digital tools into existing 

workflows, thereby minimizing resistance and enhancing team cohesion (Aigbavboa 

et al., 2024). 

These examples highlight that emotionally intelligent leadership plays a mediating 

role in the relationship between AI adoption and organizational performance. Leaders 

who are able to interpret emotional cues, manage interpersonal relationships, and 

communicate effectively can translate AI-generated insights into actionable strategies 

that align with both organizational goals and employee well-being. For African 

industries, where social relations and communal values are deeply embedded in 

organizational life, the integration of EI into AI-driven leadership is not optional but 

essential for sustainable performance. 

5.1.6 Context-specific framework for Implementing AI-augmented Emotionally 

Intelligent Leadership in African Industries 

The development of a context-specific framework for implementing AI-augmented 

emotionally intelligent leadership requires an understanding of the unique 

characteristics of African industrial environments. These environments are shaped by 
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infrastructural constraints, diverse cultural contexts, evolving regulatory systems, and 

varying levels of technological adoption. A framework that integrates AI and 

emotional intelligence must therefore address both technological and human factors 

while remaining adaptable to local conditions. 

Recent literature suggests several key dimensions that can inform such a framework. 

First, technological readiness is essential for the successful implementation of AI-

augmented leadership. Mhlanga (2023) identifies infrastructure, data availability, and 

technical expertise as critical determinants of AI adoption in African industries. 

Without these elements, the potential benefits of AI cannot be fully realized. Second, 

leadership capability is equally important, particularly the ability to combine 

analytical skills with emotional intelligence. Leaders must be able to interpret AI 

outputs while managing the social and emotional aspects of organizational change. 

A third dimension involves organizational culture. Tarafdar et al. (2023) emphasize 

that the success of AI implementation depends on the alignment between 

technological initiatives and organizational values. In African contexts, where 

communal relationships and social cohesion are often emphasized, leaders must 

ensure that AI systems are introduced in ways that support rather than disrupt 

existing cultural norms. This requires a high level of emotional intelligence, 

particularly in communication and conflict management. 

Building on these dimensions, a context-specific framework can be conceptualized as 

comprising three interconnected components: AI capability, emotional intelligence 

capability, and contextual alignment. AI capability includes the technical 

infrastructure and analytical tools required for decision-making. Emotional 

intelligence capability refers to the leader’s ability to manage emotions and 

relationships. Contextual alignment involves adapting these capabilities to the 

specific conditions of African industrial settings, including cultural, economic, and 

institutional factors. 

Case evidence supports the relevance of this integrated approach. In Rwanda’s 

manufacturing sector, firms that combined investments in AI technologies with 

leadership training in emotional intelligence reported improved operational 
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efficiency and employee satisfaction (Uwizeyimana et al., 2024). The study 

highlights the importance of aligning technological and human capabilities to 

achieve organizational goals. Similarly, in Ghana’s mining industry, companies that 

adopted AI-driven safety systems alongside leadership development programs 

focusing on emotional intelligence experienced reductions in workplace accidents 

and improved team performance (Boateng & Amankwah, 2023). 

Despite these positive examples, challenges persist in implementing such 

frameworks. Limited financial resources, lack of skilled personnel, and regulatory 

uncertainties can hinder adoption. Furthermore, there is a need for policy support to 

encourage investment in both AI technologies and leadership development. 

Makridakis et al. (2023) argue that organizations must adopt a long-term perspective, 

recognizing that the benefits of AI-augmented leadership emerge over time through 

continuous learning and adaptation. 

In sum, a context-specific framework for AI-augmented emotionally intelligent 

leadership in African industries must integrate technological capability, emotional 

intelligence, and contextual understanding. This approach recognizes that effective 

leadership in the digital age requires both analytical and interpersonal competencies, 

particularly in environments characterized by rapid change and diverse social 

dynamics. 

Case Studies and Practical Models 

The development of a context-specific framework for implementing AI-augmented 

emotionally intelligent leadership requires the integration of technological readiness, 

human capability, and environmental alignment. Evidence from global and African 

case studies suggests that successful implementation is contingent upon the 

alignment of these three dimensions. In Estonia, widely regarded as a leader in 

digital governance, the integration of AI into public sector decision-making has been 

supported by continuous leadership training programmes that emphasize both digital 

competence and emotional intelligence. This has enabled leaders to effectively 

manage citizen expectations while leveraging AI for efficient service delivery 

(Raisch & Krakowski, 2024). 
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In Africa, Rwanda provides a compelling example of context-specific 

implementation. Organizations that invested in both AI technologies and leadership 

development programmes focusing on emotional intelligence reported improved 

operational efficiency and higher employee satisfaction (Uwizeyimana et al., 2024). 

These initiatives were supported by government policies promoting digital 

transformation and capacity building, demonstrating the importance of institutional 

alignment in the implementation process. Similarly, in Ghana’s mining sector, firms 

have integrated AI-powered safety monitoring systems with leadership training 

programmes designed to enhance emotional intelligence. This combined approach 

has resulted in reduced workplace accidents and improved team performance, 

highlighting the practical benefits of aligning technological innovation with human-

centered leadership (Boateng & Amankwah, 2023). 

A structured framework emerging from these cases comprises three interrelated 

components: (1) AI capability, involving the deployment of advanced analytics, data 

infrastructure, and digital tools; (2) emotional intelligence, encompassing leadership 

competencies such as empathy, self-awareness, and relationship management; and 

(3) contextual alignment, which ensures that both technological and leadership 

practices are adapted to local cultural, economic, and regulatory conditions. The 

interaction of these elements creates a synergistic effect that enhances organizational 

resilience and performance. 

For African industries, the adoption of such a framework is particularly imperative 

due to the continent’s dynamic and often volatile business environment. By 

integrating AI capabilities with emotionally intelligent leadership and aligning both 

with local realities, organizations can navigate infrastructural constraints, manage 

workforce diversity, and respond effectively to regulatory uncertainties. This 

approach not only enhances decision-making and operational efficiency but also 

fosters inclusive and sustainable organizational growth. Consequently, the 

implementation of AI-augmented emotionally intelligent leadership frameworks 

represents a strategic pathway for African industries seeking to compete effectively 

in the digital age. 
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5.1.7 Empirical Review  

Suleiman et al. (2025) conducted an empirical investigation titled “Influence of 

Artificial Intelligence on Leadership Communication and Emotional Intelligence in 

Public Colleges of Education in Plateau State, Nigeria” within the Nigerian 

educational sector, drawing on Social Cognitive Theory and Emotional Intelligence 

Theory to explain behavioural and cognitive interactions between leaders and AI 

systems. The study adopted a descriptive survey design, targeting a population of 

1,150 academic and administrative staff, from which a sample of 250 respondents 

was selected using stratified random sampling. Data were collected through 

structured questionnaires and analysed using descriptive statistics, Pearson 

correlation, and multiple regression analysis. The findings revealed a moderate level 

of AI adoption in leadership processes, with AI tools significantly improving 

communication clarity and decision-making efficiency. Emotional intelligence was 

found to play a moderating role in strengthening the relationship between AI usage 

and leadership effectiveness, with a reported coefficient of determination of R² = 

0.453 (p < 0.05), while infrastructural and institutional barriers significantly 

constrained AI integration (R² = 0.465, p < 0.05). The authors concluded that 

leadership effectiveness in technologically evolving environments depends on the 

integration of emotional competence with AI capabilities. However, the study was 

limited to the education sector and did not extend its analysis to industrial 

environments where operational complexity and productivity pressures differ 

significantly. The present paper therefore addressed this gap by examining AI-

augmented leadership and emotional intelligence within African industrial settings. 

Carter (2024) carried out a study titled “Impact of Emotional Intelligence on 

Leadership Effectiveness in Corporate Settings in South Africa” focusing on 

corporate organizations in South Africa, anchored on Emotional Intelligence Theory 

and behavioural leadership perspectives. The research employed a desk-based design 

relying on secondary data sources, synthesizing findings from prior empirical studies 

rather than collecting primary data. Although no specific sampling procedure was 

applied due to the nature of the design, the study systematically reviewed peer-

reviewed materials to assess patterns across organizational contexts. Data were 
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analysed qualitatively through thematic synthesis. The findings consistently showed 

that emotional intelligence enhances leadership effectiveness by improving decision-

making, communication, and conflict resolution capacities, thereby influencing 

organizational performance outcomes. The study concluded that emotional 

intelligence is a critical determinant of leadership success in corporate environments, 

particularly under conditions of organizational change and uncertainty. Nevertheless, 

the reliance on secondary data limits the contextual specificity and empirical 

robustness of the conclusions, and the study does not consider the role of emerging 

technologies such as AI in shaping leadership outcomes. This creates a clear gap that 

the present paper addressed by integrating AI-driven leadership dynamics with 

emotional intelligence in an industrial African context. 

Atege and Juma (2025) conducted a study titled “Emotional Intelligence and 

Leadership Effectiveness among Local Leaders in Kisii County” in Kenya, grounded 

in Emotional Intelligence Theory, Transformational Leadership Theory, and Social 

Learning Theory. The researchers adopted a survey research design, targeting 124 

local administrative leaders, and employed a census approach complemented by 

purposive sampling to ensure participation. Data were collected using structured 

questionnaires and analysed using descriptive statistics and regression analysis. The 

results indicated that emotional intelligence significantly predicts leadership 

effectiveness, with an R² value of 0.662, suggesting that 66.2% of the variation in 

leadership effectiveness is explained by emotional intelligence dimensions such as 

self-awareness, self-regulation, motivation, and social skills. The study concluded 

that emotional intelligence is a strong predictor of leadership performance within 

decentralized governance systems. However, the focus on public sector leadership 

limits the applicability of the findings to industrial organizations characterized by 

technological integration and production-oriented processes. In addition, the study 

does not incorporate the role of AI in shaping leadership practices, thereby leaving an 

empirical gap concerning the intersection of emotional intelligence and AI-

augmented leadership in industrial settings, which the current paper sought to 

address. 
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Matli (2024) conducted a systematic review titled “Integration of Artificial 

Intelligence and Leadership Reflexivity to Enhance Decision-Making” within a 

broader organizational and leadership context, drawing on reflexivity theory and 

emerging AI leadership frameworks. The study utilized a systematic literature review 

design guided by defined inclusion and exclusion criteria, synthesizing existing 

empirical and theoretical works rather than collecting primary data. Although no 

conventional sample size was applicable, the study analysed a curated body of peer-

reviewed articles to explore how AI contributes to leadership decision-making. Data 

were examined through thematic analysis, focusing on patterns in AI application and 

leadership reflexivity. The findings indicated that AI significantly enhances decision-

making by providing real-time data processing, predictive modelling, and pattern 

recognition capabilities, while leadership reflexivity ensures that such outputs are 

interpreted within ethical and contextual boundaries. The study concluded that 

effective decision-making emerges from the combination of AI capabilities and 

reflective leadership practices. Despite its contributions, the study remains largely 

conceptual and does not provide empirical validation within specific regional or 

industrial contexts, particularly in Africa. Furthermore, it does not explicitly 

incorporate emotional intelligence as a mediating or moderating factor in AI-

supported leadership. The present paper addressed this limitation by theoretically 

examining how AI-augmented leadership interacts with emotional intelligence within 

African industrial environments. 

5.1.8 Theoretical Framework  

This paper was anchored on the theoretical foundation of Transformational 

Leadership Theory and Goleman’s Emotional Intelligence Construct as identified and 

discussed below: 

5.1.8.1 Transformational Leadership Theory 

Transformational Leadership Theory was propounded by James MacGregor Burns in 

1978 and later extended by Bernard M. Bass in 1985. Burns conceptualized 

leadership as a process in which leaders and followers raise one another to higher 

levels of motivation and morality, while Bass refined the theory by identifying its 
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core behavioural dimensions, including idealized influence, inspirational motivation, 

intellectual stimulation, and individualized consideration. The central assumption of 

the theory is that effective leaders do not merely exchange rewards for performance 

but inspire followers to transcend self-interest in pursuit of collective organizational 

goals. It further assumes that leadership effectiveness is rooted in the ability to 

influence values, attitudes, and emotional commitment, thereby fostering innovation 

and adaptability in dynamic environments (Bass & Riggio, 2006; Northouse, 2022). 

The strengths of Transformational Leadership Theory lie in its strong empirical 

grounding and its applicability across diverse organizational settings, including 

industries undergoing technological change. It provides a robust explanation for how 

leaders can motivate employees, enhance engagement, and drive organizational 

transformation, which is particularly relevant in environments characterized by 

uncertainty and innovation. The theory’s emphasis on vision, inspiration, and 

individualized support aligns closely with contemporary organizational needs, 

especially in contexts where leaders must manage both human and technological 

resources. However, the theory has been criticized for its potential overemphasis on 

leader charisma, which may lead to subjective interpretations and difficulties in 

measurement. Critics also argue that it pays limited attention to contextual 

constraints such as organizational structure, resource limitations, and cultural 

variations, which are particularly significant in African industrial settings. 

The relevance of Transformational Leadership Theory to this paper lies in its 

capacity to explain how leaders can effectively integrate AI technologies into 

organizational processes while maintaining human engagement and motivation. AI-

augmented leadership requires not only technical competence but also the ability to 

inspire trust, manage change, and align employees with new technological directions. 

Transformational leaders are well positioned to achieve this by using AI-generated 

insights to stimulate innovation while simultaneously addressing employees’ 

emotional and psychological needs. In African industries, where resistance to 

technological change and infrastructural challenges may hinder AI adoption, the 

principles of transformational leadership provide a useful framework for 
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understanding how leaders can drive successful digital transformation while 

sustaining organizational cohesion. 

5.1.8.2 Goleman’s Emotional Intelligence Construct 

The Emotional Intelligence construct applied in this paper is attributed to Daniel 

Goleman, who popularized the concept in 1995 and further refined it in subsequent 

works. Goleman conceptualized emotional intelligence as a set of competencies that 

determine how individuals manage themselves and their relationships, identifying 

five key domains: self-awareness, self-regulation, motivation, empathy, and social 

skills. The fundamental assumption underlying this construct is that cognitive 

intelligence alone is insufficient for effective leadership, and that the ability to 

understand and manage emotions plays a critical role in influencing behaviour, 

decision-making, and interpersonal relationships (Goleman, 1998; Goleman et al., 

2013). The construct also assumes that emotional competencies can be developed 

over time, making them relevant for leadership training and organizational 

development. 

One of the major strengths of Goleman’s framework is its practical applicability in 

organizational settings, particularly in explaining variations in leadership 

effectiveness beyond technical or cognitive abilities. It provides a clear structure for 

assessing and developing leadership competencies related to emotional awareness 

and interpersonal interaction. Empirical studies have consistently shown that leaders 

with high emotional intelligence demonstrate better communication, conflict 

resolution, and team management capabilities, which contribute to improved 

organizational outcomes. However, the construct has been criticized for conceptual 

ambiguity and overlap among its components, as well as challenges in measurement 

due to reliance on self-report instruments. Some scholars also argue that it lacks a 

unified theoretical foundation compared to more traditional psychological models. 

The application of Goleman’s Emotional Intelligence construct to this paper is 

particularly significant in understanding how leaders interact with AI systems and 

their workforce in industrial environments. While AI provides analytical and 

predictive capabilities, it does not possess the human capacity for empathy, ethical 
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judgement, or social interaction. Leaders must therefore rely on emotional 

intelligence to interpret AI outputs in ways that consider employee well-being, 

organizational culture, and stakeholder expectations. In African industrial settings, 

where social relationships and cultural values strongly influence workplace 

dynamics, emotional intelligence becomes essential for managing the human 

implications of technological change. The construct thus complements AI-augmented 

leadership by ensuring that data-driven decisions are balanced with emotional 

awareness and relational competence, thereby enhancing both organizational 

performance and employee engagement. 

5.2 Discussions 

The findings of this paper demonstrate that AI-augmented analytics significantly 

improves leaders’ decision-making processes within African industrial settings, 

particularly in terms of speed, accuracy, and predictive capability. This aligns with 

the position of Brynjolfsson et al. (2023), who found that AI-supported decision 

systems enhance productivity when effectively integrated into managerial routines. 

Similarly, Matli (2024) emphasizes that AI strengthens decision quality through real-

time data processing and pattern recognition, although its value depends on leaders’ 

ability to interpret outputs. The present findings extend this argument by showing 

that in African industries, where uncertainty, data fragmentation, and infrastructural 

constraints are prevalent, AI does not function as a substitute for human judgement 

but as a support mechanism that enhances cognitive capacity. This reinforces the 

argument of Raisch and Krakowski (2024) that hybrid decision-making models 

outperform purely automated systems.  

In practical terms, African industries including manufacturing, banking, and 

telecommunications can leverage AI analytics to improve forecasting, risk 

assessment, and operational planning; however, this requires leaders who possess 

both analytical literacy and contextual awareness. The implication for contemporary 

leadership, therefore, is that managers must develop the capacity to interpret AI-

driven insights while grounding decisions in local socio-economic realities, thereby 

ensuring that technological efficiency translates into practical organizational 

outcomes. 
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The paper further revealed that emotional intelligence plays a critical role in 

mediating the relationship between AI systems and organizational performance. This 

finding corroborates the work of Tarafdar et al. (2023), who argue that technological 

adoption yields better outcomes when leaders effectively manage employee reactions 

and organizational change. Evidence from Kariuki and Njoroge (2024) also supports 

this conclusion, indicating that emotionally intelligent leadership facilitates smoother 

implementation of digital systems. This paper advanced this perspective by 

demonstrating that emotional intelligence is not merely complementary but 

foundational in ensuring that AI-driven decisions are accepted and operationalized 

within the workforce.  

This insight has significant implications for African industrial settings, where 

workforce diversity, job insecurity concerns, and cultural sensitivities often shape 

responses to technological change. Leaders who demonstrate empathy, effective 

communication, and conflict management are better positioned to mitigate resistance 

and foster trust during AI integration. Beyond industry, this finding is equally 

relevant to institutions of higher learning, where the adoption of AI-driven systems 

such as learning analytics, administrative automation, and research tools requires 

academic leaders to manage faculty and student concerns regarding ethics, job roles, 

and data privacy. Thus, emotional intelligence becomes indispensable in translating 

technological innovation into institutional acceptance and performance improvement. 

The interaction between AI systems and emotional intelligence observed in this paper 

highlights the importance of aligning technological innovation with human-centred 

leadership practices. The findings resonate with Dellermann et al. (2023), who argue 

that effective human–AI collaboration depends on the ability of leaders to interpret 

algorithmic outputs within social and organizational contexts. In addition, Ogunnaike 

et al. (2024) demonstrate that combining AI-driven insights with emotionally 

intelligent communication improves customer satisfaction and organizational 

outcomes.  

The paper builds on these insights by showing that in African industrial 

environments, where relational dynamics and communal values are central to 

organizational functioning, emotional intelligence serves as a bridge between data-
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driven decision-making and human engagement. Practically, this implies that leaders 

in sectors such as telecommunications, healthcare, and education must not only rely 

on AI-generated insights but also contextualize them within human experiences and 

expectations. For instance, while AI may identify patterns in customer behaviour or 

student performance, it is the leader’s emotional competence that ensures these 

insights are applied in ways that enhance trust, inclusivity, and social cohesion. 

Failure to integrate these dimensions may result in technically sound but socially 

ineffective decisions, thereby undermining organizational performance. 

The applicability of Transformational Leadership Theory and Goleman’s Emotional 

Intelligence construct is strongly supported by the paper’s findings. The emphasis of 

Transformational Leadership Theory, as advanced by James MacGregor Burns and 

Bernard M. Bass, on inspiration, intellectual stimulation, and individualized 

consideration provides a useful explanation for how leaders can drive AI adoption 

while maintaining employee commitment. The findings show that leaders who 

articulate a clear vision for AI integration and support employees through the 

transition achieve better outcomes, particularly in environments characterized by 

uncertainty and resistance to change.  

This is especially relevant for African industries and higher education institutions, 

where leadership often involves navigating complex institutional and cultural 

dynamics. At the same time, the Emotional Intelligence construct developed by 

Daniel Goleman explains the interpersonal mechanisms through which these 

outcomes are achieved, particularly in managing resistance, fostering trust, and 

enhancing communication. In universities, for example, transformational and 

emotionally intelligent leadership can facilitate the adoption of AI in teaching, 

research, and administration by aligning technological change with academic values 

and stakeholder expectations.  

Therefore, these frameworks provide a coherent explanation for the observed 

relationship between AI, leadership behaviour, and organizational performance. Their 

integration in this  paper demonstrates that effective leadership in contemporary 

African contexts requires a synthesis of transformational capabilities, emotional 
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competence, and technological awareness to drive sustainable development in both 

industrial and academic institutions. 

5.3 Conclusions 

This paper established that artificial intelligence does not substitute human 

leadership within industrial environments but serves as an enabling mechanism that 

strengthens leaders’ emotional intelligence when deliberately and contextually 

integrated. The synthesis of evidence indicates that AI-augmented analytics enhances 

decision-making by improving accuracy, responsiveness, and predictive capacity, yet 

its effectiveness is largely dependent on the leader’s ability to interpret outputs 

through emotional awareness and social understanding. The interaction between AI 

systems and emotional intelligence emerges as a critical determinant of 

organizational performance, particularly in African industries where cultural 

dynamics, workforce diversity, and institutional constraints shape managerial 

outcomes. 

The paper further demonstrates that leadership effectiveness in the digital era is best 

understood through the combined application of Transformational Leadership 

principles and emotional intelligence competencies, which together support 

technological adoption, employee engagement, and organizational adaptability. 

Consequently, the integration of AI and emotional intelligence offers a viable 

pathway for strengthening leadership practice, improving industrial productivity, and 

fostering sustainable organizational development across African contexts. 

5.4  Recommendations   

Arising from the above conclusions and findings, the paper suggested the following 

recommendations: 

i. There is a need for African industrial organizations to institutionalize 

leadership development programmes that integrate AI literacy with emotional 

intelligence training, ensuring that leaders are equipped to interpret data-driven 

insights while effectively managing human relationships and organizational 

change. Such programmes should emphasize practical competencies in 
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communication, empathy, and ethical judgement alongside technical 

understanding of AI systems. 

ii. Policymakers should develop and implement clear frameworks that promote 

the responsible adoption of AI within industries while simultaneously 

prioritizing human-centred leadership practices. This includes investment in 

digital infrastructure, support for capacity building, and the formulation of 

guidelines that encourage the alignment of AI technologies with organizational 

culture and workforce well-being. 

iii. Industrial organizations should adopt context-sensitive implementation 

strategies that align AI deployment with local realities, including cultural 

norms, labour dynamics, and resource constraints. This requires a deliberate 

effort to integrate AI systems in ways that complement rather than disrupt 

existing organizational processes, with leaders playing an active role in 

fostering trust, reducing resistance, and ensuring that technological 

advancements translate into improved performance outcomes. 
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