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 Abstract
This article investigates the influence of emotional intelligence (EI) on the effectiveness of performance feedback in educational and organizational contexts. Drawing on current literature and qualitative insights from Ghanaian university students and professionals, the study reveals that emotionally intelligent feedback—characterized by empathy, self-awareness, and constructive communication—fosters greater receptivity, motivation, and performance improvement. The findings highlight the need for targeted EI training for educators and managers, and recommend institutional strategies to integrate emotional intelligence principles into feedback practices. By cultivating EI competencies, institutions can enhance the developmental impact of feedback, contributing to both individual growth and organizational success.
The above findings highlight the practical implications of EI being a driver for enhancing job performance through the appraisal, use and regulation of emotions that will enable institutions to take spcific actions that will help to enhance awareness and build EI skills amongst students and employees as supported by eralier researchers of EI such as Kunnanatt, J.T (2008) and Aziz, M.F et.al ( 2024) 
The originality and value of this brain theory of EI investigation on educational and organizational contexts being the first to develop a new psychometric scale that is useful in Ghanaian job market.
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Introduction
Performance feedback is a cornerstone of personal and professional development in both educational and workplace settings. While the technical accuracy of feedback is essential, its effectiveness often hinges on how it is delivered and received. Emotional intelligence (EI)—the ability to recognize, understand, and manage one’s own emotions and those of others—has emerged as a critical factor in shaping feedback interactions (Goleman, 1998). Despite growing recognition of EI’s importance, there remains a gap in understanding how EI specifically enhances feedback effectiveness, particularly in African educational and organizational contexts. This article explores the role of emotional intelligence in making performance feedback more impactful, with a focus on higher education and professional environments in Ghana.
Background of the Study
Feedback, when delivered effectively, can motivate individuals, clarify expectations, and drive improvement (Hattie & Timperley, 2007). However, feedback that is poorly communicated or emotionally insensitive can provoke defensiveness, anxiety, and disengagement (Stone & Heen, 2014). Emotional intelligence provides a framework for understanding these dynamics. Research suggests that individuals with higher EI are better equipped to interpret feedback constructively and respond with resilience (Mayer, Salovey, & Caruso, 2008). In Ghana, where hierarchical relationships and respect for authority are culturally significant, the emotional tone of feedback may be especially influential in shaping responses (Agyemang & Ofei, 2013).
Statement of the Problem
Despite the recognized importance of feedback in academic and professional growth, many students and employees report experiencing feedback as demotivating or unclear (Carless & Boud, 2018). In Ghanaian universities and organizations, anecdotal evidence suggests that feedback is often perceived as critical or punitive, rather than developmental. There is limited empirical research examining how the emotional intelligence of feedback providers and recipients affects the perceived value and outcomes of feedback in this context.
Purpose of the Study
The purpose of this study is to explore how emotional intelligence enhances the effectiveness of performance feedback among university students and professionals in Accra, Ghana. The study aims to identify key EI competencies that contribute to positive feedback experiences and to recommend practical strategies for integrating EI into feedback practices.
Literature Review
Emotional intelligence (EI) encompasses self-awareness, self-regulation, motivation, empathy, and social skills (Goleman, 1998). These competencies enable individuals to navigate social interactions, manage stress, and communicate effectively.
EI and Feedback Effectiveness
Research indicates that emotionally intelligent feedback is more likely to be perceived as fair, supportive, and actionable (London, 2015). Empathy allows feedback providers to tailor their messages to the recipient’s emotional state, while self-regulation prevents escalation of negative emotions during feedback exchanges (Brackett, Rivers, & Salovey, 2011).
Cultural Considerations
In collectivist cultures such as Ghana, the relational context of feedback is paramount. Feedback that disregards social harmony or is delivered without cultural sensitivity can undermine its effectiveness (Agyemang & Ofei, 2013).
Theoretical Review 
This study is grounded in Mayer and Salovey’s (1997) ability model of emotional intelligence, which posits that EI involves perceiving, using, understanding, and managing emotions. The model suggests that feedback interactions are most effective when both parties possess and apply EI competencies, leading to greater openness, learning, and adaptation (Mayer et al., 2008).
Methodology
This research adopted a qualitative case study approach, focusing on private schools in Accra and its environs, but located within the Greater Accra region of Ghana. Data were collected through semi-structured interviews with 15 students from upper primary and junior high classes, selected via purposive sampling to ensure diversity in age, gender, and academic standing. The determination for selecting participants was based on lived experiences and willingness to share these experiences under strict anonymity. Additionally, three focus group discussions were conducted to facilitate peer dialogue and validate emerging themes. The interview utilized semi-structured questions that were pre-tested on five government students who were above 18 years but lived close to the researchers. Interviews and discussions were audio-recorded, transcribed verbatim, and analyzed using thematic analysis. Ethical clearance was obtained from participants, and parental consent was secured for all participants under 18 years.
A qualitative case study approach was adopted, focusing on university students and professionals in Accra. Data were collected through semi-structured interviews with 12 participants (6 students, 6 professionals) selected via purposive sampling. Interviews explored participants’ experiences with feedback and the role of emotions in these interactions. Thematic analysis was used to identify recurring patterns and insights. Ethical approval was obtained, and participation was voluntary and confidential. Participants were treated with respect, and we assured them that they could discontinue the interview at any time they felt uncomfortable or unwilling.
Limitations and Delimitations
The study is limited by its focus on private schools, which may affect the generalizability of findings to other government schools or educational contexts in Ghana. Furthermore, the reliance on student self-report introduces the possibility of subjective bias. The study is delimited to students’ perspectives; future research could incorporate teacher and parent viewpoints for a more holistic understanding.
Results and Discussions
Results and Discussion
Key Findings
1. Empathy and Feedback Reception:
Participants consistently reported that feedback delivered with empathy and understanding was more likely to be accepted and acted upon. One student noted, “When my lecturer acknowledges my effort before pointing out mistakes, I feel respected and motivated to improve.”
2. Self-Awareness and Feedback Delivery:
Professionals highlighted the importance of self-awareness in managing their own emotional reactions when giving feedback. A manager shared, “I have learned to check my emotions before giving feedback, so I don’t come across as harsh or dismissive.”
3. Constructive Communication:
Both students and professionals valued feedback that was specific, balanced, and focused on growth rather than blame. Participants emphasized that emotionally intelligent feedback fostered trust and a sense of psychological safety.
Discussion
These findings align with existing literature emphasizing the role of EI in effective feedback (Brackett et al., 2011; Stone & Heen, 2014). In the Ghanaian context, where respect and relational harmony are highly valued, emotionally intelligent feedback practices are especially critical. The study underscores the need for EI training for educators and managers, as well as institutional policies that promote emotionally intelligent feedback cultures.
Recommendations
EI Training for Feedback Providers:
Universities and organizations should provide regular training on emotional intelligence for lecturers, managers, and supervisors (Cherniss, 2010).
Integrate EI into Feedback Policies:
Institutions should develop guidelines that emphasize empathy, clarity, and constructive communication in feedback processes.
Promote Reflective Practices:
Encourage students and employees to reflect on their own emotional responses to feedback and to develop strategies for resilience and growth.
Cultural Sensitivity:
Feedback practices should be adapted to reflect cultural norms and values, ensuring that feedback is both respectful and effective.
Analysis of the data revealed several recurring themes. Students described narcissistic teachers as those who frequently sought admiration, dismissed student input, and reacted defensively to criticism. Such teachers often monopolized classroom discussions, prioritized their achievements, and showed favoritism towards students who flattered them. Many students also reported feeling intimidated and undervalued, leading to decreased participation and reluctance to ask questions. This confirms a similar study by Peng and Huang (2024), who explored teachers’ authoritarian leadership and students’ well-being and found that students who were led by narcissistic teachers were usually emotionally exhausted and their well-being was negatively impacted.
Participant 1, echoed the sentiments of participants 3, 6, and 8 by stating emphatically that,
“when it is time for subjects like maths or French, I am usually afraid of making a mistake in class. I have to be on my best behaviour in order not to offend Sir. I know I am not Sir’s favorite so I prefer not to talk at all….” (IDI-P1, p3)
Academically, students associated these behaviors with reduced motivation and engagement. Some recounted instances where their academic efforts were overlooked or belittled, resulting in diminished self-confidence and, in some cases, declining grades. Others noted that the classroom environment became competitive and stressful, as students vied for the teacher’s approval rather than focusing on collaborative learning.
Participant 4 puts it uniquely by stating that;
“Some subjects put fear in me. I like the school and the teachers, but I cannot help being afraid sometimes. Some teachers are too strict and some are not playful” (IDI-P4, p9).
Participant 10 also stressed the issue of being belittled and excessive competitiveness from teachers identified as exhibiting narcissistic personality traits. According to the respondent,
“Our French teacher is wicked. You better answer the question quickly and correctly or be ‘beaten’. I try my best but it looks like it is never enough. I wish I could speak French well so that my friends too do not laugh at me” (IDI-P10, p15)
The study unearthed that the coping strategies employed by students varied. Some students sought support from peers or confided in non-narcissistic teachers, while others withdrew from classroom interactions altogether. A few students attempted to appease narcissistic teachers to avoid negative attention, though this often led to feelings of inauthenticity and frustration.
These coping strategies were recurring during the focus group discussion held between six participating students online. Participant 3, for instance, hinted that
“I agree with my friends that we talk about this all the time during breaks or when we are walking home. I know of a friend who told the father about it and the parents came to the school to discuss. The teachers stopped beating us for some time but after week it started again” (FGD-P3, p4).
Participant 5 also stated that
“Like my friends have already said, you either miss the class when you can because when you are caught you will punished or you try to do what they ask although it is difficult to know exactly what they want” (FGD-P5, p6).
Recommendations
Based on these findings, several recommendations are proposed. School administrators should provide regular training for teachers on emotional intelligence, self-awareness, and the impact of personality on student outcomes. Establishing confidential reporting and support systems for students experiencing emotional distress is also crucial (Kern, et. Al., 2020). Furthermore, incorporating student feedback into teacher evaluations could help identify and address maladaptive behaviors early. Finally, counselling and professional support should be made available for teachers exhibiting signs of narcissistic personality disorder and for all students from the basic school level upwards on a regular basis.
Conclusion
Emotional intelligence is a vital component of effective performance feedback. By fostering empathy, self-awareness, and constructive communication, educators and managers can enhance the developmental impact of feedback. In Ghanaian educational and organizational settings, integrating EI principles into feedback practices can promote greater motivation, engagement, and achievement. Future research should explore the long-term impact of EI-based feedback interventions across diverse contexts.
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