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INTRODUCTION


         Emotional intelligence, often measured as an Emotional Intelligent quotient, is a term that describes the ability, capacity, skill or a self-perceived ability, to identify, assess and manage the emotions of oneself, of others and of groups (Landy, 2005).

        Happiness, fear, anger, affection, share, disgust, surprise, lust, sadness, elation and love are the emotions which people do have common in them. These are the emotions which directly affect the day-to-day life. For long, it has been believed that success at the workplace depends on the level of intelligence or intelligent quotient as reflected in the academic achievements, exams passed and marks obtained. All these are instances of intelligence of the academic variety. But, to face with life’s difficult moments people need different kind of resourcefulness, termed as emotional intelligence, which is a different way of being smart (Singh, 2003).

        Emotional intelligence is what gives a person a competitive edge. Even in certain renowned business establishments, where everyone is trained to be smart, the most valued and productive managers are those who have strong traits of emotional intelligence and are not necessarily those with the highest intelligent quotient.

       Emotional traits are factors that are most likely to ensure success in attaining dizzy heights in the business. The lack of emotional intelligence explains why people having a high Intelligent Quotient (IQ), have been such utter failures and disastrous in their personal and professional lives. An analysis of the traits of persons is high on Intelligent Quotient (IQ), but low on emotional quotient yields the stereotype of a person who is critical, condescending, inhibited and uncomfortable with others (Cavallo, 2002).

      In contrast, people high on emotional intelligence are poised, outgoing, committed to other people and worthy causes, sympathetic and caring, with a rich and fulfilling emotional life, they are comfortable with themselves, others and the social universe they inhabit. It is often said that a high intelligent quotient may assure a top position, but it may not make a top person (Singh, 2003)

       Today, the rules of the workplace are rapidly changing; a new yardstick is being used to judge people. This is not merely in terms of performance or academic qualification or expertise but also by how well a person can able to handle themselves and others. This yardstick is increasingly applied in selecting who will be hired and who will not, who will be dismissed and who will be retained, who will be ignored and who will be promoted. These new rules predict who is most likely to become a successful performer and who is most likely to fail (Cherniss, 2002).

          At a time when there are no guarantees of job security, when the very concept of a ‘job’ is being rapidly replaced by ‘portable skills’. ‘Emotional quotient’ (EQ) is considered as the prime factor which makes and keeps people employable. Although these qualities have been referred to, for decades by various names- from ‘smartness’ and ‘personality’ to ‘soft skills’ and ‘competence’- it is only now that there is precise understanding of these human abilities and a new name given to them is emotional intelligence (Chaudhuri, 2001).

      Emotional intelligence may have started out as an academic catch phrase, but it is fast becoming the psychological mantra of organizational development in recent times. Emotional quotient includes traits like self-awareness, social deftness, the ability to defer gratification, to be optimistic in the face of adversity, to channel strong emotions and show empathy towards others. Of these traits, self-awareness is perhaps the most important emotional competency, the cornerstone of building personal success in life (Goleman, 1996).

       There is no gainsaying that an environment of distrust, manipulation, corruption, negative feelings and low morale can prove to be disastrous at the workplace. Moreover, the rapidly increasing incident of violent crime, industrial strikes, marital strife, a decline in national character and other ills can be attributed to the lack of emotional quotient. Psychological research has demonstrated that it is possible to improve levels of emotional intelligence in such situations and equip people with the necessary emotional competence to deal with them. Thus, it is apparent that the ability to control anger or develop empathy is likely to be a better indicator of future success than the kind of abstract intelligence measured through intelligent quotient tests and put in to practice by academicians throughout the world (Chadha, 2001).

History of Emotional Intelligence
· In 1930’s, Edward Thorndike described the concept of “Social Intelligence” as the ability to get along with other people.
· In 1940’s, David Wechsler suggested that affective components of intelligence may be essential to success in life.
· In 1950’s, Humanistic psychologists, Abraham Maslow described how people can build emotional strength.
· In 1975, Howard Gardner published “The Shattered Mind”, which introduces the concept of multiple intelligences. It introduces the idea of multiple intelligences which included both interpersonal intelligence (the capacity to understand the intentions, motivations and desires of other people) and intrapersonal intelligence (the capacity to understand oneself, to appreciate one’s feeling, fears and motivations).
· In 1985, Wayne Payne introduced the term emotional intelligence in his doctoral dissertation entitled “A study of emotion: developing emotional intelligence; self integration relating to fear, pain and desire”.
· In 1987, in an article published in Mensa magazine, Keith Beasley uses the term “Emotional Quotient”. It has been suggested that this is the first published use of the term.
· In 1990, psychologists Peter Salovey and Jhon Mayer published their landmark article, “Emotional intelligence”, in the Journal Imagination, Cognition and Personality.
· In 1995, the concept of emotional intelligence is popularized after publication of psychologist and writer Daniel Goleman’s book “Emotional Intelligence: Why It Can Matter More Than IQ” 



Dimensions of Emotional Intelligence
                    The three dimensions of emotional intelligence have been given in the shape of diagram.
 (
Emotional Competency
)
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Fig.1 DIMENSIONS OF EMOTIONAL INTELLIGENCE

Emotional intelligence is the ability of an individual to appropriately and successfully respond to a vast variety of emotional stimuli being elicited from the inner self and immediate environment.
             Emotional intelligence constitutes three psychological dimensions which motivate an individual to recognize truthfully, interpret honestly and handle tactfully the dynamics of human behaviour. They are,
a. Emotional competency

            It constitutes the capacity to tactfully respond to emotional stimuli elicited by various situations, having high self esteem and optimism, communication, tackling emotional upsets such as frustration, conflicts and inferiority complexes, enjoying emotions, ability to relate to others, emotional self control, capacity to avoid emotional exhaustion such as stress, burnout, learning to avoid negativity of emotions and handling egoism.

b. Emotional Maturity

              It constitutes evaluating emotions of oneself and others, identifying and expressing feelings, balancing state of heart and mind, adaptability and flexibility, appreciating others point of view, developing others, delaying gratification of immediate psychological satisfaction.

c. Emotional sensitivity

         It constitutes understanding threshold of emotional arousal, managing the immediate environment, maintaining rapport, harmony and comfort with others, letting others feel comfortable in the company. It also involves being honest in interpersonal dealings, interpreting emotional cues truthfully, realizing communicability of emotions, moods and feelings and having an insight in to how others evaluate and relate (Singh, 2003).   

Difference between Emotional Quotient and Intelligent Quotient

             Traditionally, psychologists measure intelligence through various intelligent quotient tests. The formula used for intelligent quotient test is simple and elegant. It compares an individual’s ‘chronological age’ with their ‘mental age’


 (
IQ= MA/CA*100
(Intelligent Quotient= Mental Age divided by Chronological Age*100)
)





                 Intelligent tests are used in a variety of settings including schools, armed forces and business with the aim of determining how well a person is able to learn. Emotional Quotient is not the opposite of intelligent quotient. Some people are high on both, others are low on either. Researchers have been making efforts to understand how they complement one another.

               Some people can handle anger well but cannot handle fear. Others are not capable of reacting to joy. Therefore, each emotion needs to be viewed differently. Testing a person’s intelligent quotient is fairly common, but emotional quotient testing is not. IQ is a measure of intelligent quotient whereas EQ is a measure of emotional quotient. It is now widely believed that emotional quotient rather than intelligent quotient may be the true measure of human intelligence. Scientists are shifting their focus from the hardware of the brain to the software of the mind (Goleman, 2003).

Scope of the Study
       Scope of the study broadly refers to the use and application of the study in various dimensions. The scope of the study can be viewed in the following manner:

To the organization
       The study aims to know the emotional intelligence of the employees. This enables the management to take crucial decisions like modifications, alteration or restructuring the present environment. The study also helps the management to identify the impact of emotional intelligence in the work place. 
To the Researcher
       The researcher could analyze various factors which can improve the emotional intelligence level of the employees. The researcher had an opportunity to interact with the employees of various departments and get to know their ideas and opinions prevailing in them.
To the Respondent
The study provides an opportunity to the respondent to express their ideas, feelings and opinion about the work environment in their organization. The study also helps them to improve their emotional intelligence capabilities. 

Objectives of the Study
          The study undertaken by the investigator might enlighten on “Emotional Intelligence of the Employees at CAI Industries Private Limited”. It has the following objectives: To

a. understand the socio economic background of the employees.
b. analyze the emotional maturity and emotional competency of the employees.
c. know the emotional sensitivity of the employees



II REVIEW OF LITERATURE

        The review of literature pertaining to the study entitled “Emotional Intelligence of the Employees at CAI Industries Pvt. Ltd., Coimbatore” is discussed under the following heads:

A.  Emotions
B.  Model of Emotional Intelligence
C.  Emotional Intelligence and Competence
D.  Related Studies

A. Emotions
             Emotions, often called feelings, include experiences such as love, hate, anger, trust, joy, panic, fear and grief. Emotions are related to, but different from mood. Emotions are specific reactions to a particular event that are usually of fairly short duration. Mood is a general feeling such as happiness, sadness, frustration, contentment or anxiety that lasts for a longer time 
(http://www.humanillness.com/Behavioral_Health_Br_Fe/emotions.html).

Types of Emotions

      Emotions come in many forms and experts have generally organized them around two or three dimensions. The most widely recognized arrangement is the circumplex model of emotions, as shown in the following diagram.
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Fig.2 CIRCUMPLEX MODEL OF EMOTION

            It is organized on the basis of their pleasantness and activation (the extent that the emotion produces alertness and motivation to act). Fear for example is an unpleasant experience and has high activation (it motivate people to act). Emotions on the opposite side of the circle have the opposite effect. As the diagram shows, calm is the opposite of fear, it is a pleasant experience produces little activation (Steven, 2008).

B. Models of Emotional Intelligence 
               At the present time, there are three main models of emotional intelligence,

· Ability Emotional Intelligence Model
· Mixed Model of Emotional Intelligence
· Trait Emotional intelligence

· Ability Emotional Intelligence Model

                  The ability based model introduced by Salovey and Mayer, views emotions as useful sources of information that help one to make sense of and navigate the social environment. The model proposes that individuals vary in their ability to process information of an emotional nature and in their ability to relate emotional processing to a wider cognition. This ability is seen to manifest itself in certain adaptive behaviours. The model proposes that emotional intelligence includes four types of abilities.

1. Perceiving Emotions
	 The ability to detect and decipher emotions in faces, pictures, voices and cultural artifacts, including the ability to identify one’s own emotions. Perceiving emotions represents a basic aspect of emotional intelligence, as it makes all other processing of emotional information possible.




2. Using Emotions
        The ability to harness emotions to facilitate various cognitive activities, such as thinking and problem solving. The emotionally intelligent person can capitalize fully upon the changing moods in order to best fit the task at hand.

3. Understanding Emotions
         It encompasses the ability to be sensitive to slight variations between emotions and the ability to recognize and describe how emotions evolve over time.

4. Managing Emotions
         The ability to regulate emotions in both oneself and in others. Therefore, the emotionally intelligent person can harness emotions, even negative ones and manage them to achieve intended goals.

· Mixed Model of Emotional Intelligence
                The model introduced by Daniel Goleman focuses on emotional intelligence as a wide array of competencies and skills that drive leadership performance. Goleman’s model outlines four main emotional intelligence which constructs of,

1. Self awareness
         The ability to read one’s emotions and recognize their impact on others while using gut feelings to take decisions.

2. Self Management
          It involves controlling one’s emotions and impulses and adapting to changing circumstances.
3. Social awareness
           The ability to sense, understand and react to others emotions while comprehending social networks.
       
4. Relationship Management
           The ability to inspire, influence and develop others while managing conflict.

· Trait emotional Intelligence Model
           Trait emotional intelligence refers to an individual’s self perception of their emotional abilities. Emotional intelligence encompasses behavioural dispositions and self perceived abilities and is measured by self report, as opposed to the ability based model which refers to actual abilities which have proven highly resistant to scientific measurement (Dipak, 2009).

C. Emotional Intelligence and Competence
            Emotional intelligence refers to people’s ability to monitor their own and other people’s emotional states and to use this information to act wisely in relationships.

Definition

        Wechsler (2000) defined intelligence as the aggregate or global capacity of the individual to act purposefully, to think rationally and to deal effectively with his environment

        Goleman (2002) defined emotional intelligence as the capacity for recognizing our own feelings and those of others, for motivating ourselves and for managing emotions well in us and in our relationships.

        Bar-On (2005) said that ‘Emotional intelligence reflect one’s ability to deal with daily environment challenges and helps predict one’s success in life, including professional and personal pursuits’.

Emotional Competence

                    Emotional competence is a learned capability that results in outstanding performance at work. Emotional intelligence determines one’s potential to learn practical skills.

                   According to Singh (2003), the emotional competency dimension of emotional intelligence constitutes the capacity to respond to emotional stimuli elicited by various situations and to have high self esteem and optimism among others.

                  The model of emotional intelligence competence as given in the figure reflects four domains which are self awareness, self management, social awareness and relationship management. The framework presents the competencies that nest in four clusters of general emotional intelligence abilities (Boyatzis, 2000).

TABLE I

A FRAMEWORK OF EMOTIONAL COMPETENCE

	SELF
Personal competence
	OTHER
Social competence

	Self awareness
Emotional self awareness
Accurate self assessment
Self confidence
Self management
Self control
Trustworthiness
Conscientiousness
Adaptability
Achievement drive
Initiative

	Social awareness
Empathy
Service orientation
Organizational awareness
Relationship management
Developing others
Influence
Communication
Conflict management
Leadership
Change catalyst
Building bonds
Team work and collaboration



The self awareness cluster
            This cluster refers to understanding feelings and accurate self assessment and contains three competencies relating to workplace performance are as under


1. Emotional self awareness
       Reflects the importance of recognizing one’s own feelings and how they affect one’s performance.

2. Accurate self assessment
       At another level, self awareness is the key to realizing one’s own strengths and weakness.
      
3. Self confidence
       Among supervisors, managers and executives, a high degree of self confidence distinguishes the best from the average performers. 

The self management cluster
           This cluster refers to managing internal states, impulses and resources and has six competencies relating to workplace performance as under,

1. Emotional self control
        Heading the list is the emotional self control competence, which manifests largely as the absence of distress and disruptive feelings.
2. Trustworthiness
        The trust worthiness competence translates in to letting others know one’s values and principles, intentions and feelings and acting in ways that are consistent with them.
3. Conscientiousness  
        The signs of the Conscientiousness competence include being careful, self disciplined and scrupulous in attending to responsibilities     


4. Adaptability
       If there is any single competence the present times call for, it is adaptability. Superior performers in management ranks exhibit this competence.
5. Achievement orientation
        This competence also known as achievement drive refers to an optimistic striving to continually improve performance.    
6. Initiative
     Those with the initiative competence act before being forced to do so by external events. This often means taking anticipatory action to avoid problems before they happen.

The social awareness cluster
             This cluster refers to reading people and groups accurately and encompasses three competences relating to performance at work as under

1. Empathy
      The empathy competence gives people a state, awareness of other’s emotions, concerns and needs. The empathetic individual can read emotional currents, picking up on non verbal cues such as tone of voice or facial expressions.    
  
2. Service  
       It means taking a long term perspective, sometimes trading off immediate gains in order to preserve customer relationships.


3. Organizational awareness
       The ability to read the currents of emotions and political realities in group is a competence vital to the behind the scenes.

The relationship management cluster
              This cluster refers to inducing desirable responses in others and has eight competencies relating to performance at work.

1. Developing others
        Developing people involves sensing people’s developmental needs and bolstering their abilities.

2. Influence
        The most effective people sense others reactions and fine tune their own responses to move interaction in the best direction.

3. Communication
        People who exhibit the communication competence are effective in the give and take of emotional information, deal with difficult issues straight forwardly, listen well and welcome sharing information fully and foster open communication and stay receptive to bad news as well as good.    




4. Conflict management
        Effective conflict management and negotiation are important to long term, symbiotic business relationships, such as those between manufacturers and retailers.


5. Visionary leadership
      Those adapt at the visionary leadership competence draw on a range of personal skills to inspire others to work together towards common goals.

6. Change catalyst
      An effective change leader articulates a compelling vision of the new organizational goals. A leader’s competence at catalyzing change brings greater efforts and better performance from subordinates, making their work more effective.

7. Building bonds
        The building bonds competence epitomizes stars in fields like engineering, computer science, biotechnology and other knowledge work fields in which networking is crucial for success, these stars tend to choose people with a particular expertise or resource to be part of their networks.

8. Collaboration and team work
        The collaboration and teamwork competence has taken on increased importance in the last decade with the trend toward team based work in many organizations. Teamwork itself depends on the collective emotional intelligence of its members; the most productive teams are those that exhibit emotional intelligence competencies at the team level (Sitaram, 2010).

D. Related Studies

      Dulewicz (1999) had conducted a study entitled, “Testing for Competence Rather than Intelligence” the study reveals that, emotional intelligence is distinctly associated with the competency models of people. They have identified a set of competencies associated with emotional intelligence - self awareness, emotional management, empathy, relationships, communication and personal style.

      John (2009) conducted a study on “Working with Emotional Intelligence” the study revealed that, even if emotional intelligence is important for career success, it works in conjunction with other factors such as integrity, persistence, passion and general intelligence.

         Over the course of a career, emotional intelligence seems to be improved. This view proposes that a person starting career with moderate or poor emotional intelligence can learn to improve his or her emotional management skills. Overtime, better emotional intelligence can possibly mean more career successes.

      Salovey (1990) coined the term emotional intelligence in 1990. They described emotional intelligence as a form of social intelligence that involves the ability to monitor one’s own and other feelings and emotions to discriminate among them and to use this information to guide one’s thinking and action. They had presented their first article on “Emotional Intelligence”, they argued that IQ contributes only about 20 percentages to the success in life and other 80 percentage contributes to EQ.

       Bar- On (2010) conducted a study on, “The cost effectiveness of applying the Bar-On Emotional Quotient inventory”, the results of the study revealed that emotional intelligence has a significant impact on performance among the trainees and is capable of predicting who will be expected to successfully complete their training. This means that those who have,

1. Good self awareness and understand their weakness as well as their strengths,
2. Can effectively validate their feelings and keep things in correct perspective,
3. Flexible and adaptive and
4. Optimistic.

     The results confirm a growing body of research findings indicating that emotional intelligence significantly impacts occupational performance.

     Dunn (2007) conducted a study on “Emotionally intelligent Time Travel: Individual Differences in Affective Forecasting Ability”. In two studies, the authors examined whether people who were high in emotional intelligence make more accurate forecasts about their own affective responses to future events. All participants completed a performance measure of emotional intelligence (Mayer-salovey-caruso Emotional intelligence Test) as well as a self report measure of emotional intelligence.

       Affective forecasting ability was assessed using a longitudinal design in which participants were asked to predict how they would feel and report their actual feelings following three events in three different domains, politics, academics and sports.

      Across these events, individual differences in forecasting ability were predicted by participant’s scores on the performance measure, high emotional intelligent individual exhibited greater effective forecasting accuracy. Emotion management, a sub component of emotional intelligence emerged as the strongest predictor of forecasting ability.

      Reis (2007) conducted a study on “Emotional Intelligence predicts individual differences in Social Exchange Reasoning, Neuro Image” the study revealed that when assessed with performance measures, emotional intelligence correlates positively with the quality of social relationships.

      Lopes (2006) conducted a study on “Emotional Intelligence is related to Job Performance and Affect the Attitudes at Work”; the study examined the relation between emotional intelligence, as measured by the MSCEIT (Mayer Salovey-Caruso Emotional Intelligence Test) and work place outcomes of 44 analysts and clerical employees from the finance department of a fortune 400 insurance company.

     Results revealed that high emotional intelligent employees received greater merit increases and held higher company rank than their counter parts. These employees also received better peer and supervisor ratings of interpersonal facilitation and stress tolerance. With few exceptions, relations between emotional intelligence and workplace outcomes remained statistically significant after controlling for other predictors, including age, gender, education, verbal ability, the big five personality traits and trait effect.      

        Olivier (2009) conducted a study on “Emotional Intelligence: Issues and Recent Development” had revealed that, by developing the emotional intelligence individuals can become more productive and successful too. 

         The process and outcomes of emotional intelligence development also contain many elements known to reduce stress for individuals and therefore organizations by moderating conflict, promoting understanding and relationships and fostering stability, continuity and harmony. It links strongly with the concepts of love and spirituality.











III METHODOLOGY

	The methodology pertaining to the study entitled “Emotional Intelligence of the Employees at CAI Industries Pvt. Ltd, Coimbatore” is presented under the following heads,

A. Selection of the Locale
B. Selection of the Sample
C. Selection of the Tool
D. Collection of Data
E. Analysis and Interpretation of the Data

A. Selection of the Locale 

        The locale selected for the study was “CAI Industries private Limited”. It is situated at Avinashi road, Coimbatore. The locale was selected due to its accessibility and the encouragement of the management for conducting the study.
         CAI Industries Private Limited deals with the marketing of Mahindra tractors and automotive vehicles. They are the part of the prestigious Rajshree groups, which apart from textiles has diversified its domain to automotive trading, transport, travel, finance and sugar with the annual turnover mounting to Rs.300 crores.
         CAI industry was established in 1957 as a workshop for servicing all kinds of vehicles. In 1971, CAI got the Mahindra and Mahindra dealership for selling tractors. Subsequently in 1986, they obtained the dealership for selling utility vehicles.

       
B. Selection of the Sample
      According to Singh (2001), the success of any study depends on the careful selection of the sample; it can be defined as the subset or portion of the total population.
  
      Simple random sampling is that in which every item in the universe gets equal chance of being selected (Saravanavel, 2007).

      The total population of the organization is 248, from which staff population (180) has been selected for the study. Out of 180, 60 respondents were selected randomly. 
   
     Out of 60 respondents, 37 were male and 23 were female, who were under the age group of 20 to 40 years. The details are presented below.
 
TABLE II
SELECTION OF SAMPLES
	Department
	No. of respondents(n=60)

	
Sales
	Male
	Female

	
	11
	8

	Service
	16
	14

	Parts
	3
	1

	HRD
	3
	-

	Administration
	4
	-

	Total
	37
	23




C. Selection of the Tool
          A questionnaire is a device used widely for collecting data in social research particularly in survey. It is a tool for gathering data from large diverse, varied and scattered social groups (Kothari, 2004).

          Questionnaire was the tool used for conducting the study. The questionnaire was distributed to the respondents in different departments.
             
C. Collection of Data
          The required information were collected by administering Questionnaire which has presented in Annexure I.
        
D. Analysis and Interpretation of the Data 
        Analysis means the computation of certain index or measures along with search for patterns of relationship that exist among the data groups (Gupta, 2005).
        The information gathered through the questionnaire were tabulated, analyzed and interpreted and the results were discussed in chapter IV.   
      

IV RESULTS AND DISCUSSION

                The results of the study entitled “Emotional Intelligence of the Employees at CAI Industries Pvt. Ltd, Coimbatore” are discussed under the following heads,

A. Socio Economic background of the respondents.
B. Opinion of the respondents towards Emotional Maturity and Emotional Competency.
C. Opinion of the respondents towards Emotional Sensitivity.

A.  Socio-Economic background of the respondents
                   Table III and figure. 3 explains the socio economic background of the respondents.















TABLE III
SOCIO-ECONOMIC BACKGROUND OF THE RESPONDENTS
	Aspects
	No. of respondents(N=60)

		
Age (in Years)
20-25
26-30
31-35
36-40
41 and above
	Male(N=37)
	Female(N=23)

	
	
13
14
7
2
1
	
17
5
1
-
-

	Gender
Male
Female
	
37
-
	
-
23

	Department
Sales
Service
Parts
HRD
Administration
	
11
16
3
3
4
	
8
14
1
-
-

	Years of experience
1year
2 years
3 years
4 years
5 years and above
	
7
15
8
6
1
	
9
11
2
1
-




   
        It is inferred from the above table that 13 male respondents and 17 female respondents belonged to the age group of 20-25 years, 14 male respondents and five female respondents belonged to the age group of 26-30 years, seven male respondents and only one female respondent belonged to the age group of 31-35 years, two male respondents belonged to the age group of 36-40 years and only one male respondent belonged to the age group of 40 and above.

   Out of 60 respondents, 11 male respondents and eight female respondents were from sales department. Sixteen male respondents and 14 female respondents were from service department. Three male respondents and only one female respondent were from parts department. Three male respondents belonged to HRD and four male respondents were from administrative section.

     Regarding the years of experience in the organization, seven male respondents and nine female respondents had only one year of experience, 15 male respondents and 11 female respondents had two years of experience, eight male respondents and two female respondents had three years of experience, six male respondents and only one female respondent had four years of experience and only one male respondent had a experience of five years and above.   
  





     



                 
                         

Fig.3 SOCIO-ECONOMIC BACKGROUND OF THE RESPONDENTS





B. Opinion of the respondents towards Emotional Maturity and Emotional Competency
    
         Table IV and figure. 4 reveals the emotional maturity and emotional competency of the respondents. 

TABLE IV
EMOTIONAL MATURITY AND EMOTIONAL COMPETENCY
	Aspects
	No. of respondents(N=60)

	
Emotional Maturity
Identify short comings
Ask for reconsideration from the management
Abusing the colleague
Move to court to get justice
	Male(N=37)
	Female(N=23)

	
	
17

10
6
4
	
14

8
-
1

	Emotional Competency
Take initiative and start talking to them
Wait till they come and start talking again
Ask someone to mediate
Wait for the right time to talk with them

	
14

10
8
5
	
7

5
4
7




	Emotional Maturity
                Emotional maturity constitutes evaluating emotions of oneself and others, identifying and expressing feelings, balancing state of heart and mind, adaptability and flexibility, appreciating others point of view and developing others.
             Regarding the emotional maturity 17 male respondents and 14 female respondents had expressed that they will identify their short comings to improve their performance level. The selected respondents had revealed that when the newly recruited members got promotion, the seniors felt bad and request the management to reconsider the decision taken (10 male and eight female). 
Emotional Competency
               It constitutes the capacity to tactfully respond to emotional stimuli elicited by various situations, having high self esteem and optimism, communication, tackling emotional upsets such as frustration, conflicts and inferiority complexes. 

                 Regarding the emotional competency of the respondents, 10 male respondents and five female respondents revealed had that if misunderstanding occurs, they will wait till the colleague come and start talking to them. Fourteen male and seven female respondents had revealed that they will forgive them and start talking to the colleague. It shows their magnanimity.

               Five male respondents and seven female respondents had revealed that they will wait for the right time to continue the relationship with them. Eight male respondents and four female respondents would like to talk with the colleague but they need a mediator since they do not want to approach directly.





Fig. 4 OPINION OF THE RESPONDENTS TOWARDS EMOTIONAL MATURITY AND EMOTIONAL COMPETENCY


C. Opinion of the Respondents towards Emotional Sensitivity

                 Tables V, VI, VII and VIII reveal the emotional sensitivity of the respondents which comprises of : 
a. Communicating Emotions
b. Emotional Fluency
c. Flexibility and Balance
d. Self Esteem

a. Communicating Emotions
      Table V and figure. 5 depicts the views of the respondents towards communicating emotions.

TABLE V
COMMUNICATING EMOTIONS
	Aspects
	No. of respondents(N=60) *

	
Protest against mistreatment

Freely admit to mistakes

Empathize with others

Pay attention to others
	Male(N=37)
	Female(N=23)

	
	30

24

24

21
	12

12

12

16


         
         *Multiple responses

Emotional Sensitivity
          It constitutes understanding threshold of emotional arousal, managing the immediate environment, maintaining rapport, harmony and comfort with others, letting others feel comfortable. It also involves being honest in interpersonal dealings, realizing communicability of emotions, moods and feelings and having self esteem.

       Regarding Communicating Emotions, 30 male respondents and 12 female respondents had revealed that they will protest against mistreatment.  Twenty four male respondents and 12 female respondents had revealed that they could freely admit their mistakes. It shows their maturity. 

       Twenty four male respondents and 12 female respondents could understand others emotional arousal and empathize with them. Twenty one male respondents and 16 female respondents were able to pay attention and listen to others views without any deviation. This shows their reverence towards others feelings.
























1. Protest against mistreatment
2. Admit to making mistakes
3. Empathize with others
4. Pay attention to others views



Fig.5 VIEWS OF THE RESPONDENTS TOWARDS COMMUNICATING EMOTIONS 








b. Emotional Fluency

           Table VI and figure.6 reveal the views of the respondents towards Emotional Fluency


TABLE VI
EMOTIONAL FLUENCY
	Aspects
	No. of respondents(N=60)*

	

Share the pleasure and enjoy

Aware of  behaviuor that affect others

Pull together quickly after a set back

Identify negative feelings
	Male(N=37)
	Female(23)

	
	
33



30



28



23
	
18



19



21



16


      
    * Multiple responses

      Regarding the emotional fluency of the respondents; 33 male respondents and 18 female respondents had revealed that they will join with others and share the pleasure and enjoy the moment. 

        Thirty male respondents and 19 female respondents had expressed that they were aware of their behaviour which will affect others. Twenty eight male respondents and 21 female respondents had revealed that they will control their behaviuor and become normal quickly after a setback. 
         Twenty three male respondents and 16 female respondents were able to identify their negative feelings. It reveals that they had strong emotional sensitivity.


















1. Share the pleasure and enjoy the moment
2. Aware of behaviour that affect others
3. Recover quickly after a set back
4. Identify negative feelings


Fig. 6 VIEWS OF THE RESPONDENTS TOWARDS EMOTIONAL FLUENCY









c. Flexibility and Balance

                 Table VII and figure 7 reveal the views of the respondents regarding Flexibility and Balance.   

TABLE VII
FLEXIBILITY AND BALANCE

	Aspects
	No .of respondents(N=60)*

	
Stay relaxed under pressure

Balance with their job and family responsibilities

Receive feedback without defensive
	Male(N=37)
	Female(N=23)

	
	31


31


26
	18


22


14



        * Multiple responses

       Table VII reveals the flexibility and balance of the respondents under pressure situations. 

       Thirty one male respondents and 18 female respondents had expressed that they will be calm even in the situation of more pressure and tension. The practice of yoga will help them to become even more calm and quite in the situation of pressure events.

       Thirty one male respondents and 22 female respondents could manage their job and family responsibilities. This shows that majority of the respondents (31 respondents) had a balance between their job and family life and possess a high level of flexibility and emotional balance. 

      Twenty six male respondents and 14 female respondents had expressed that if they had a chance to receive a bad command; they never give ears to them and tend to continue their work without any disturbance.
























1. Stay relaxed under pressure
2. Balance with their job and family responsibilities
3. Receive feedback without defensive



Fig. 7 VIEWS OF THE RESPONDENTS REGARDING FLEXIBILITY AND BALANCE


d. Self Esteem
         Table VIII and figure.8 depicts the views of the respondents towards Self Esteem

TABLE VIII
SELF ESTEEM

	Aspects
	No. of respondents(N=60)*

	

Excited about learning and growing

Need someone to point out their mistakes

Emotionally disturbed by the criticism

Feels guilty about getting help

Avoid new friendship
	Male(N=37)
	Female(N=23)

	
	
31

32

25

23

20
	
21

13

12

7

7



*Multiple responses

Self Esteem
          Self esteem is about the value that a person place on themselves. It is the fundamental assessment that a person make of their own worth as human beings. It is affected by the extent to which people consider that they are living their lives according to their aspirations and standards and also by the actions and reactions of other people towards them. Feeling good about oneself not only means greater enjoyment from life, it can impact greatly on the performance in everything they do.

       Regarding the self esteem of the respondents. Thirty one male respondents and 21 female respondents had expressed that they will accept their shortcomings and remain excited about learning and growing. It reveals the respondents eagerness to learn new things and had a vision to improve their performance level.

     Thirty two male respondents and 13 female respondents had expressed that they need someone to point out their mistakes, since then they will correct their mistakes and perform the work satisfactorily. Twenty five male respondents and 12 female respondents had revealed that they will get disturbed by the criticism. This shows their low level resistance towards receiving criticism. 

     Twenty three male respondents and seven female respondents had revealed that they felt guilty about getting help from others. It shows their low level of self esteem. Twenty male respondents and seven female respondents had expressed that they will avoid new friendships due to the fear of rejection. 


        
        









1. Excited about learning and growing
2. Need someone to point out their mistakes
3. Emotionally disturbed by the criticism
4. Feels guilty about getting help
5. Avoid new friendship





Fig. 8 VIEWS OF THE RESPONDENTS TOWARDS SELF ESTEEM

V SUMMARY AND CONCLUSION

          Emotional Intelligence refers to people’s ability to monitor their own and other people’s emotional states and to use this information to act wisely in relationships. It also reflect one’s ability to deal with daily environment challenges and help predict one’s success in life, including professional and personal pursuits.

       The data for the study have been collected from the employees at CAI Industries. The total sample drawn for the study is 60, out of which 37 respondents were male and 23 respondents were female, selected randomly. Questionnaire was administered to collect the required information.

        The findings of the study are summarized under the following heads:

A. Socio-economic background of the respondents.
B. Opinion of the respondents towards Emotional Maturity and Emotional    Competency.
C. Opinion of the respondents towards Emotional Sensitivity.

A. Socio-economic background of the respondents

        The socio economic background of the respondents had revealed that 13 male respondents and 17 female respondents belonged to the age group of 20-25 years, 14 male respondents and five female respondents belonged to the age group of 26-30 years, seven male respondents and only one female respondent belonged to the age group of 31-35 years, two male respondents belonged to the age group of 36-40 years and only one male respondent belonged to the age group of 40 and above.

   Out of 60 respondents, 11 male respondents and eight female respondents were from sales department. Sixteen male respondents and 14 female respondents were from service department. Three male respondents and only one female respondent were from parts department. Three male respondents belonged to HRD and four male respondents were from administrative section.

     Regarding the years of experience in the organization, seven male respondents and nine female respondents had only one year of experience, 15 male respondents and 11 female respondents had two years of experience, eight male respondents and two female respondents had three years of experience, six male respondents and only one female respondent had four years of experience and only one male respondent had a experience of five years and above.   
     
B. Opinion of the respondents towards Emotional Maturity and Emotional Competency

Emotional Maturity
             Regarding the emotional maturity 17 male respondents and 14 female respondents had expressed that they will identify their short comings to improve their performance level. The selected respondents had revealed that when the newly recruited members got promotion, the seniors felt bad and request the management to reconsider the decision taken (10 male and eight female).

Emotional Competency
                 Regarding the emotional competency of the respondents, 10 male respondents and five female respondents revealed that if misunderstanding occurs, they will wait till the colleague comes and starts talking to them. Fourteen male and seven female respondents had revealed that they will forgive them and start talking to the colleague. It shows their magnanimity.

               Five male respondents and seven female respondents had revealed that they will wait for the right time to continue the relationship with them. Eight male respondents and four female respondents would like to talk with the colleague but they need a mediator since they do not want to approach directly.

C. Opinion of the respondents towards Emotional Sensitivity.

Emotional Sensitivity
        Emotional sensitivity of the respondents was represented by the attributes such as:
a. Communicating Emotions
b. Emotional Fluency
c. Flexibility and Balance
d. Self Esteem.

a. Views of the respondents towards Communicating Emotions
        Regarding Communicating Emotions, 30 male respondents and 12 female respondents revealed that they will protest against mistreatment.    Twenty four male respondents and 12 female respondents had revealed that they can freely admit their mistakes. It shows their maturity. 
       Twenty four male respondents and 12 female respondents could understand others emotional arousal and empathize with them. Twenty one male respondents and 16 female respondents were able to pay attention and listen to others views without any deviation. This shows their reverence towards others feelings.
           
b. Views of the respondents towards Emotional Fluency
        Regarding the emotional fluency, 33 male respondents and 18 female respondents had revealed that they will join with others and share the pleasure and enjoy the moment. 

       Thirty male respondents and 19 female respondents had expressed that they were aware of their behaviour which will affect others. Twenty eight male respondents and 21 female respondents had revealed that they will control their behaviuor and become normal quickly after a setback. 

         Twenty three male respondents and 16 female respondents were able to identify their negative feelings. It reveals that they had strong emotional sensitivity.

c. Views of the respondents regarding Flexibility and Balance

        Flexibility and balance of the selected respondents had revealed the reactions of them under pressure situations.  Thirty one male respondents and 18 female respondents had expressed that they will be calm even in the situation of more pressure and tension. The practice of yoga will help them to become even more calm and quite in the situation of pressure events.

       Thirty one male respondents and 22 female respondents could manage their job and family responsibilities. This shows that majority of the respondents had a balance between their job and family life and possess a high level of flexibility and emotional balance. 

      Twenty six male respondents and 14 female respondents had expressed that if they had a chance to receive a bad command; they never give ears to them and tend to continue their work without any disturbance.

d. Views of the respondents towards Self Esteem
           The self esteem of the respondents revealed that, 31 male respondents and 21 female respondents had expressed that they will accept their shortcomings and remain excited about learning and growing. It reveals the respondents eagerness to learn new things and had a vision to improve their performance level.

     Thirty two male respondents and 13 female respondents had expressed that they need someone to point out their mistakes, since then they will correct their mistakes and perform the work satisfactorily. Twenty five male respondents and 12 female respondents had revealed that they will get disturbed by the criticism. This shows their low level resistance towards receiving criticism. 

     Twenty three male respondents and seven female respondents had revealed that they feel guilty about getting help from others. It shows their low level of self esteem. Twenty male respondents and seven female respondents had expressed that they will avoid new friendships due to the fear of rejection. 

Conclusion

             Emotional intelligence is a set of competencies which direct and control one’s feelings towards work and performance at work. In a work situation, performance of the employees depends on working with group of people with different ideas, suggestions and opinions. Effective use of emotional intelligence gives better team harmony. 

	Leaders, in particular, need high emotional intelligence, because they represent the organization to the customers, they interact with the highest number of people within and outside the organization and they set the tone for employee morale.

	Emotional intelligence in the organization supports identification of employees emotional intelligence level and its impact on employee performance on the job. This would act as an indicator for promotion of employees in the organization. Thus the investigator found that the employees possess moderate level of emotional intelligence which could be improved for better performance.
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APPENDIX I

A  QUESTIONNAIRE TO ELICIT THE EMOTIONAL INTELLIGENCE OF THE EMPLOYEES AT CAI INDUSTRIES PRIVATE LIMITED, COIMBATORE.

I Socio-economic background
1. Name :
2. Age :  20-25       26-30      31-35      36-40       40 and above
3. Gender :
4. Department :
5. Designation:
6. Years of experience in this organization:

II Assessing the Emotional maturity, sensitivity and competency
     Please mark the appropriate answer on the basis of how you FEEL and not what you THINK.

7. If you have been ignored for a promotion by the management for which you were eligible. Moreover, one of your junior has been promoted. What do you do?
a. Talk it over with your boss and ask for reconsideration of the management’s decision.
b. Start abusing the colleague who superceded you.
c. Move to court and obtain a stay order to get justice.
d. Identify your shortcomings and try to improve your performance.
8. A freshly recruited professional graduate joins your organization as a management trainee. After a few weeks, he or she complaints to you that his or her superiors and subordinates were not taking them seriously. What will you suggest to them?

a. Ask them to handle the situation themselves and not bother you with trivial matters.
b. Tell them that such behaviour should be ignored.
c. Ask her to be bold, face the challenge and overcome the problem.
d. Empathize with her or him and help to, figure out ways to get others to work with him or her.

9. At the work place, due to some misunderstanding, your colleagues stop talking to you. You are convinced that it was no fault of yours. How will you react?

a. Wait till they come and start talking again.
b. Take the initiative, go forward and start talking to them.
c. Let the things take their own time to improve.
d. Ask someone to mediate.

10.  If you get in to an argument with your colleague in the course of which you end up personally attacking him/her. However, you never intended to tarnish the image of your colleague. How will you tackle this ugly situation?

a. Sit calmly and consider what triggered off the argument and was it possible to control your anger at that point of time.
b. Avoid future arguments and leave the scene.
c. Apologize to your colleague.
d. Continue with argument till you reach some definite conclusion.
11. While speaking to an audience; you
a. Find it difficult to convey your ideas.
b. Find that only a part of the audience follows your speech.
c. Are comfortable in conveying your ideas to the audience.
d. Don’t know, if the audience is following you or not.

12. In an argument, if you lose, you:
a. Feel totally beaten.
b. Wait for the next opportunity to beat your opponents.
c. Winning and losing are part of the game.
d. Analyze the reason for the loss.

13. When someone directly criticizes your behaviour.
a. Tend to close up and stop listening.
b. Carefully listen to their opinion.
c. Tend to get upset about it.
d. Think of ways to change your behaviour

COMMUNICATING EMOTIONS
	
	Particulars
	Yes
	No

	14.
	Can you strongly protest against  mistreatment
	
	

	15.
	Can you freely admit to making mistakes
	
	

	16.
	Can you empathize with the need and feelings of others, without judgment or criticism?
	
	

	17.
	Do you pay attention and listen to others without jumping to conclusion
	
	


	


EMOTIONAL FLUENCY

	
	Particulars
	Yes
	No

	18.
	Do you allow yourself to frequently experience and enjoy pleasure?
	
	

	19.
	Can you pull yourself together quickly after a set back?
	
	

	20.
	Are you aware of how your behaviour impacts others?
	
	

	21.
	Can you identify negative feelings without becoming distressed?
	
	




FLEXIBILITY AND BALANCE

	
	Particulars
	Yes
	No

	22.
	Do you allow yourself to frequently experience and enjoy pleasure?
	
	

	23.
	Can you pull yourself together quickly after a set back?
	
	

	24.
	Are you aware of how your behaviour impacts others?
	
	




SELF-ESTEEM

	
	Particulars
	Yes
	No

	25.
	I feel guilty about asking others for help
	
	

	26.
	I need someone to point out if I have done a good job
	
	

	27.
	I get upset by criticism
	
	

	28.
	When I suffer failure, I experience fundamental doubts about my abilities
	
	

	29.
	I avoid new friendships and relationships for fear of rejection
	
	

	30.
	I accept my own short comings, without feeling ashamed and remain excited about learning and growing
	
	





Emotional Maturity
Male	
Identify short comings	Ask for reconsidering decision	Abusing the colleague	Move to court	17	10	6	4	Female	
Identify short comings	Ask for reconsidering decision	Abusing the colleague	Move to court	14	8	0	1	Column1	Identify short comings	Ask for reconsidering decision	Abusing the colleague	Move to court	No. of  Respondents
Emotional Competency
Male	
Take initiative to talk	Start talking	Need a Mediator	Wait for right time to talk	14	10	8	5	Female	
Take initiative to talk	Start talking	Need a Mediator	Wait for right time to talk	7	5	4	7	
No. of Respondents
Male	1	2	3	4	30	24	24	21	Female	1	2	3	4	12	12	12	16	
No. of Respondents
Male	1	2	3	4	33	30	28	23	Female	1	2	3	4	18	19	21	16	No. of Respondents
Male	1	2	3	31	31	26	Female	1	2	3	18	22	14	No. of  Respondents
Male	1	2	3	4	5	31	32	25	23	20	Female	1	2	3	4	5	21	13	12	7	7	No. of  Respondents
20-25	Male	Female	13	17	26-30	Male	Female	14	5	31-35	Male	Female	7	1	36-40	Male	Female	2	0	40and above	Male	Female	1	0	Age (in Years)
No.of Respondents
Gender
gender	Male	Female	37	23	No. of Respondents
Male	sales	service	parts	HRD	Administration	11	16	3	3	4	Female	sales	service	parts	HRD	Administration	8	14	1	0	0	Department

No.of Respondents
Male	1 year	2 years	3years	4years	5years and above	7	15	8	6	1	Female	1 year	2 years	3years	4years	5years and above	9	11	2	1	0	years of expereince

No.of Respondents
