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Abstract

This study aimed to identify the dimensions and components involved in selecting a leadership style based
on neuroscience, taking into account emotional intelligence in the municipalities of Iran's metropolitan
cities. The present research employed a qualitative content analysis approach, and data were collected
through semi-structured interviews with 25 experts in the fields of management, psychology, and urban
governance. The findings revealed that effective leadership comprises ten main dimensions, including
understanding of neuroscience, emotional intelligence, transformational and interactive leadership styles,
executive requirements, barriers, facilitating factors, implementation outcomes, strategies, and internal and
external factors. Key components identified included self-awareness, emotion regulation, effective
communication, and the application of neuroscience knowledge to enhance decision-making. Results
indicated that integrating neuroscience and emotional intelligence can contribute to the creation of a
healthier work environment, increased productivity, and reduced organizational conflict. Furthermore, this
approach necessitates training for managers, cultural transformation within organizations, and support
from senior leadership. Implementation challenges included resistance to change and a lack of educational
resources, whereas senior management support and a psychologically safe learning environment were
identified as facilitating factors. This study highlights the importance of integrating neuroscience and
emotional intelligence into organizational leadership and demonstrates its positive implications for
improving employee performance and job satisfaction. The findings align with previous research in the
fields of neuroleadership and emotional intelligence and offer practical strategies for applying this
leadership style within public sector organizations.

Keywords: Leadership style, neuroscience-based leadership, emotional intelligence, municipalities of

metropolitan cities in Iran.
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Extended Abstract
Introduction

In the contemporary organizational landscape, leadership practices have undergone a paradigm
shift from traditional command-and-control models toward more dynamic, emotionally intelligent, and
neuroscience-informed approaches. As public organizations, particularly municipal institutions in
metropolitan cities, face increasing demands for innovation, efficiency, and citizen-centered
governance, the imperative to adopt effective leadership styles becomes more pressing.
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Neuroscience-based leadership, or neuroleadership, emerges as a cutting-edge approach that
combines insights from brain science with leadership theory to foster better decision-making,
emotional regulation, and team interaction (Kouravand, 2024; Ruiz-Rodriguez & Ortiz-de-Urbina-
Criado, 2023). Rooted in cognitive and affective neuroscience, this leadership paradigm emphasizes
understanding the neural mechanisms underlying behavior, motivation, and interpersonal dynamics
in organizations (Beard, 2021; Gocen, 2021).

Concurrently, emotional intelligence (EIl) has gained widespread recognition as a critical competency
for effective leadership. It encompasses self-awareness, emotional regulation, empathy, and social
skills—all essential for building trust and collaboration in teams (Jang et al., 2023; Rosa, 2023).
Studies have consistently shown that emotionally intelligent leaders can manage stress more
effectively, resolve conflicts constructively, and foster a supportive work environment (Fareed et al.,
2021; Noor et al., 2023). The convergence of neuroleadership and emotional intelligence presents a
unique opportunity to develop a leadership model that aligns biological, emotional, and strategic
aspects of organizational functioning (Kan, 2024; Syahlan et al., 2024).

In Iran, metropolitan municipalities serve as complex administrative entities, requiring multifaceted
leadership capable of navigating social, infrastructural, and economic challenges. Despite their
significance, leadership practices in these institutions have remained largely conventional, often
neglecting the psychological and neurological dimensions of employee engagement and decision-
making (Heydari et al., 2023; Mohammadi et al., 2020). This study aims to fill this gap by identifying
the dimensions and components of leadership style selection through a neuroscience-based
approach, with an emphasis on emotional intelligence, tailored specifically for metropolitan
municipalities in Iran. Drawing upon prior empirical and conceptual investigations (Reitz et al., 2020;
Ruiz-Rodriguez et al., 2023), the study integrates a neurocognitive understanding of leadership with
the affective competencies of emotional intelligence, offering a holistic framework for organizational
transformation.

Methods and Materials

This qualitative study employed a content analysis methodology to explore the dimensions and
components of leadership style selection in neuroscience-based leadership with respect to emotional
intelligence. Data were collected through semi-structured interviews with 25 subject-matter experts
in the fields of management, psychology, and urban governance, selected through purposive and
snowball sampling. Participants included senior managers, university professors, and practitioners
with at least 15 years of professional experience. Interviews were audio-recorded, transcribed, and
coded using open and axial coding techniques. The process of data analysis adhered to the constant
comparative method, ensuring consistency and validity in categorization. Triangulation, member
checking, and peer debriefing were employed to enhance the credibility of the findings.

Findings

The analysis revealed ten main dimensions that constitute the framework for selecting leadership
styles through a neuroscience-based lens with emotional intelligence: (1) understanding
neuroscience, (2) emotional intelligence, (3) leadership style (transformational and transactional),
(4) executive requirements, (5) barriers to implementation, (6) facilitating factors, (7) outcomes of
implementation, (8) strategic solutions, (9) internal factors, and (10) external factors. These ten
dimensions were further disaggregated into twenty components and 141 specific indicators.

In the “understanding neuroscience” dimension, key components included awareness of how
emotions influence decision-making, the impact of stress on cognitive performance, and the role of
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social interactions and environmental stimuli (e.g., light, nutrition, rest) in brain function. The
‘emotional intelligence” dimension emphasized self-awareness, emotional regulation, empathy,
stress management, and effective communication. The “leadership style” dimension highlighted the
integration of neuroscience knowledge into transformational and transactional leadership practices
to enhance motivation and trust.

“Executive requirements” included the need for leadership training, cultural change, and support
from senior leadership. “Barriers to implementation” encompassed resistance to change, lack of
educational resources, and uncertainty about outcomes. “Facilitating factors” included supportive
leadership, psychological safety, and feedback mechanisms. Implementation outcomes included
increased job satisfaction, productivity, teamwork, and improved service delivery to citizens.
Strategic solutions centered on the use of Al-based analytics, stress-reduction techniques, and
structured mentoring. Internal factors emphasized psychological flexibility and personal motivation,
while external factors included evolving technological, economic, and cultural dynamics.
Discussion and Conclusion

The findings of this study underscore the strategic importance of integrating neuroscience and
emotional intelligence into the leadership paradigms of public organizations, particularly
municipalities. Traditional leadership approaches, although still relevant in specific contexts, fall short
in addressing the complex and emotionally charged environments of today’s municipal institutions.
By incorporating neuroscience-informed insights—such as understanding how stress, reward, and
social cues influence cognition and behavior—leaders can create more supportive, adaptive, and
productive work environments.

Emotional intelligence, as the affective counterpart to neuroleadership, further amplifies the
effectiveness of leadership by facilitating better interpersonal relationships, empathy-driven
communication, and emotional resilience. The combination of these two frameworks enables leaders
to not only manage operational tasks effectively but also address the psychological needs of
employees. This dual focus contributes to a more holistic and human-centered model of
organizational leadership.

Furthermore, the study highlights that the successful implementation of neuroscience-based
leadership requires significant organizational commitment. Training managers in brain science and
emotional intelligence is not a one-off initiative but an ongoing developmental process that demands
structural and cultural change. Without the active support of senior leadership and the presence of
a psychologically safe learning environment, such initiatives are likely to face resistance. Addressing
these challenges involves creating reward systems aligned with emotional intelligence
competencies, fostering interdepartmental collaboration, and building networks of shared leadership
learning.

From a practical standpoint, the outcomes of implementing this leadership model are considerable.
Enhanced employee engagement, reduced absenteeism, improved mental health, and increased
quality of municipal services are among the tangible benefits observed. Additionally, by attending to
both internal (e.g., motivation, self-regulation) and external (e.g., socio-cultural expectations, citizen
satisfaction) factors, the model demonstrates adaptability and scalability across diverse urban
governance contexts.

In sum, this study provides a robust conceptual and empirical foundation for adopting a
neuroscience-informed emotional intelligence framework in leadership selection and development.
It not only offers a multidimensional model aligned with contemporary organizational challenges but
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also lays the groundwork for future studies to explore its application in other public and private
sectors. As cities continue to evolve in complexity and demands, the need for emotionally intelligent,
neurologically informed leadership will become not just an advantage—but a necessity.
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