EMOTIONAL INTELLIGENCE AMONG MIDDLE LEVEL EMPLOYEES

(Jagannath Textile Company Limited, Coimbatore)
A MAJOR PROJECT REPORT

SUBMITTED BY

RAMYA.R

(REG NO: 07PIT20)

IN PARTIAL FULFILLMENT OF THE REQUIREMENTS FOR THE      

                                                   DEGREE OF

                           MASTER OF BUSINESS ADMINISTRATION

UNDER THE GUIDANCE OF

    Ms. M. VIDHYA B.E.,M.B.A.,

   AVINASHILINGAM SCHOOL OF MANAGEMENT TECHNOLOGY 

                             AVINASHILINGAM UNIVERSITY FOR WOMEN

COIMBATORE-641043

MARCH 2009

EMOTIONAL INTELLIGENCE AMONG MIDDLE LEVEL EMPLOYEES

 (Jagannath Textile Company Limited, Coimbatore)

A MAJOR PROJECT REPORT

SUBMITTED BY

RAMYA.R

  (REG NO: 07 PIT20)

A MAJOR PROJECT REPORT 

SUBMITTED  FOR
AVINASHILINGAM SCHOOL OF MANAGEMENT TECHNOLOGY

AVINASHILINGAM UNIVERSITY FOR WOMEN

COIMBATORE-641043

IN PARTIAL FULFILLMENT OF THE REQUIREMENTS FOR THE

DEGREE OF

MASTER OF BUSINESS ADMINISTRATION

MARCH 2009

CERTIFIED AS BONAFIDE RESEARCH WORK

_______________        _________________           ________________

SIGNATURE OF           SIGNATURE OF THE                 SIGNATURE OF THE       

    THE DEAN                EXTERNAL EXAMINER                     GUIDE

ACKNOWLEDGEMENT 

      
The success of this project lies in the hands of many people who have helped me and guided me in completing the project. I take this opportunity to express my gratitude to each and every one of them.

    
  I am greatly indebted to the Chancellor Mr. T.K.Shanmuganandam B.A., BL., the Vice Chancellor Mrs.Saroja Prabhakaran M.A., Dip.Ed., Ph.D., the Registrar Mrs.Gowri Ramakrishnan M.sc., M.Phil., Ph.D. of Avinashilingam University for Women, Coimbatore for having given an opportunity to undertake this project work which forms part of the curriculum.

   
   I wish to express my sincere thanks to the Dean Avinashilingam school of  Management Technology, Mrs.Shantha.B.Kurup M.Com. M.B.A., M.Phil., Ph.D., for her valuable advice and timely encouragement to complete my project.

    
  I express my deep sense of gratitude and indebtedness to my project guide Ms.M.Vidhya, M.B.A., Lecturer, Avinashilingam School of Management Technology, for her careful guidance and help at each and every step throughout the preparation of this project work.

   
   I also express my sincere thanks to all the other faculty members of Avinashilingam School of Management Technology for their constant support and encouragement.


 I owe my heartful thanks to Mrs.K.Ganga Rathna GM-Operations of Jagannath Textile Company Limited and to all the staff members for providing me with necessary information for the successful completion of the project.

    
  I owe my grateful acknowledgement to my family members and specially thank all my friends who helped me to make this study a colorful one.

      
Last, but not the Least I thank the Lord almighty for giving me the courage and wisdom to take up this project and complete it successfully.

contents
	CHAPTER. NO
	CONTENTS
	PAGE. NO

	
	LIST OF TABLES
	

	
	LIST OF CHARTS
	

	I
	INTRODUCTION
	

	
	1.1   TEXTILE INDUSTRY
	1

	
	1.2   JAGANNATH TEXTILES
	10

	
	1.3   EMOTIONAL INTELLIGENCE
	17

	
	1.4   OBJECTIVES 
	27

	
	1.5  SCOPE 
	28

	
	1.6  LIMITATIONS 
	29

	II
	REVIEW OF LITERATURE
	30

	III
	RESEARCH METHODOLOGY
	45

	IV
	ANALYSIS AND INTERPRETATION
	49

	V
	SUMMARY

5.1 FINDINGS 

5.2 SUGGESTIONS

5.3 CONCLUSION
	79
82
86

	
	BIBLIOGRAPHY
	

	
	ANNEXURE
	


LIST OF TABLES

	TABLE.NO
	PARTICULARS
	   PAGE.NO

	1.1
	AGE 
	51

	1.2
	GENDER 
	53

	1.3
	QUALIFICATION 
	55

	1.4
	DEPARTMENT 
	57

	1.5
	EXPERIENCE 
	59

	1.6
	MONTHLY INCOME 
	61

	2.1
	SELF-ESTEEM
	63

	2.2
	SELF-MOTIVATION
	65

	2.3
	SELF-CONTROL
	67

	2.4
	EMOTIONAL SEIF-KNOWLEDGE
	69

	3.1
	EMPATHY
	71

	3.2
	EMOTIONAL EXPRESSION
	73

	3.3
	CONFLICT RESOLUTION
	75

	3.4
	ASSERTIVENESS
	77


LIST OF CHARTS

	CHART.NO
	PARTICULARS
	   PAGE.NO

	1.1
	AGE 
	52

	1.2
	GENDER 
	54

	1.3
	QUALIFICATION 
	56

	1.4
	DEPARTMENT 
	58

	1.5
	EXPERIENCE 
	60

	1.6
	MONTHLY INCOME 
	62

	2.1
	SELF-ESTEEM
	64

	2.2
	SELF-MOTIVATION
	66

	2.3
	SELF-CONTROL
	68

	2.4
	EMOTIONAL SEIF-KNOWLEDGE
	70

	3.1
	EMPATHY
	72

	3.2
	EMOTIONAL EXPRESSION
	74

	3.3
	CONFLICT RESOLUTION
	76

	3.4
	ASSERTIVENESS
	78


SYNOPSIS

The title of the research is “Emotional Intelligence among Middle Level Employees” at Jagannath Textile Company Limited. Coimbatore.

Emotional Intelligence or Emotional Quotient describes an ability, capacity, skill to identify, assess, and manage the emotions of one’s self, of others, and of groups of its employees. It describes emotional intelligence as consisting of three psychological dimensions - emotional sensitivity, emotional maturity and emotional competency, which motivate individuals to maximize productivity, manage change and resolve conflicts. It has classified into two dimensions such as personal and relational.

The research design used is Descriptive Research. The sampling technique used is non-probability convenience method. The data is collected with the help of questionnaires and also from direct observations. The primary data was collected through questionnaire and the secondary data was collected from various journals, books and Internet. The size of the sample is 70 employees drawn from different departments. 

The study is carried on with the intention to identify EQ factor and its effectiveness among the employees of Jagannath Textile and to project a person’s development in the organization and also to suggest measures to increase Emotional Intelligence. Emotional self-knowledge and Assertiveness are the predominant factors of the employees of Jagannath Textiles. The management can give counseling to the employees in order to manage all the situations that occur in the organization.

    BOOKS
· C.R. Kothari’s, Research Methodology – Methods And Techniques, K.K. Gupta For New Age International Private Limited, New Delhi, 2000, Pp 3.
· Hendrie Weisinger,”Emotional Intelligence At Work”, Wiley India Edition, 2006.

· Parkinson Mark, The Times, “How To Master Personality Questionnaire”, Kogan Page, 2005,Pp 23,59-62,66-69.

· Robbins.P.Stephen,”Organizational Behavior”, Pearson Education, 2003,Pp 111,345-46

· Singh Dalip, “Emotional Intelligence At Work”, Sage Publications, 2004,Pp 16,28-40,46-61,153,200-204

· Thomas Mark “Mastering People Management”, Viva Books Private Limited, 2003,Pp 61-64.
        WEB SITES

· Assertiveness 

            http://en.wikipedia.org/wiki/Assertiveness

· Jagannath Textiles

             http://en.response@jtcl.in.

· Conflict Resolution

            http://en.wikipedia.org/wiki/Conflict_resolution

· Emotional Expression

           http://en.wikipedia.org/wiki/Emotional_expression

· Emotional Intelligence
           http://www.missionpossibleinc.com/emotional_intelligence.htm

· Emotional Intelligence

           http://en.wikipedia.org/wiki/Emotional_intelligence

· Emotional Intelligence Theory
            http://www.businessballs.com/eq.htm

· Emotional Self-Knowledge 

           http://plato.stanford.edu/entries/self-knowledge

· Empathy

            http://dictionary.reference.com/browse/empathy

· Indian Textile Industry

          http://texmin.nic.in/tnpl_chap1.pdf

· Self-Control 

           www.wordnet.princeton.edu/perl/webwn

· Self-Esteem 

           http://en.wikipedia.org/wiki/Self-esteem

· Self-Motivation 
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· Vikalpa, “The journal for decision makers “, The Indian journal of industrial relations, Vol.32, No.3, July-September 2007, Pp.1-8.

                 1. INTRODUCTION

The project titled “Emotional Intelligence among middle level Employees” was conducted with the employees of Jagannath Textile Company Limited. Coimbatore. ‘The study aims to identify EQ factor and its effectiveness.’ The introduction deals with the following topics.

· Textile Industry.

· Jagannath Textile Company Limited.

· Emotional Intelligence. 
1.1 TEXTILE INDUSTRY
INDIAN TEXTILE INDUSTRY
The Indian textile industry is one of the largest in the world with a massive raw

material and textiles manufacturing base. Our economy is largely dependent on the textile manufacturing and trade in addition to other major industries. About 27% of the foreign exchange earnings are on account of export of textiles and clothing alone. The textiles and clothing sector contributes about 14% to the industrial production and 3% to the gross domestic product of the country. Around 8% of the total excise revenue collection is contributed by the textile industry. So much so, the textile industry accounts for as large as21% of the total employment generated in the economy. Around 35 million people are directly employed in the textile manufacturing activities. Indirect employment including the manpower engaged in agricultural based raw-material production like cotton and related trade and handling could be stated to be around another 60 million.

This industry is poised to meet the increased global competition in the post 2005trade regime under WTO. The consequent effects of unleashing a flood of imported textiles into India and also making the export markets far more competitive are being felt from now onwards. The textile industry in India has a strong multi-fiber raw material production base, vast pool of skilled personnel, entrepreneurial talent, and good export potential and low import content. Production systems are flexible, dynamic and vibrant. However, the industries above strengths get substantially diluted on account of production process disadvantages in certain areas in terms of technology and supply-chain management deficiencies. It is high time that adequate corrective measures were taken to prepare a technology savvy industry to meet the challenges ahead.
The ongoing globalization process is replete with threats from our competitors, particularly the export-led economies like China to de-stabilize our export and local markets. At the same time, one should also realize that it offers unlimited opportunities. In order to withstand the competition both in international and domestic markets and accelerate our export growth, it is imperative to identify the strengths and weaknesses of the textile industry hindering its growth. Considering the inherent strengths of this industry in terms of a strong raw material base, skilled manpower and low wage costs, this industry has immense potential in the globalize textile economy. However, given the nature and extent of the fragmentation and technology obsolescence in the decentralized sector, it calls for a focused action plan and programmes to accelerate and sustain the growth level of the different segments of the industry.

In the above background, the Government of India as well as the important state governments having a significant presence of the textile industry reviewed the whole spectrum of textile industry. Based on the above review and discussions, appropriate roadmaps have been drawn up for the development and promotion of all the sectors of the textile industry from cotton to finished products. The National Textile Policy 2000 has envisaged a foreign exchange earning to the tune of US $ 50 billion by the year 2010. Besides, many important measures have been spelt out in the policy document. Before formulating the textile policy, the Government of India had set up a Committee under the chairmanship of Mr. Sathyam to examine and draw up action points on various sectors of the textile industry. Accordingly, the committee in its report had outlined critical issues for development and growth.

In the textile industry, the weaving sector has been identified as one of the poorest technological links in the value chain. What makes the problem more serious is that the decentralized sector, both the power looms and the handlooms, which are accounting for the production of 76% of our fabrics needs, is marked by an overabundance. The textile industry can be broadly classified into two categories, the organized mill sector and the unorganized decentralized sector. Being a controlled sector, the organized mill sector has a complete information base on the organizational set-up, machinery installation, production pattern, employment etc. However, information-base on the decentralized sector on the above parameters are inadequate and policy planning has so far been based on hearsay and rough indirect estimates.

The organized sector of the textile industry represents the mills. It could be a

Spinning mill or a composite mill. Composite mill is one where the spinning, weaving and processing facilities are carried out less than one roof. On the other hand, the decentralized sector has been found to be engaged mainly in the weaving activity, which makes it heavily dependent on the organized sector for their yarn requirements. This decentralized sector is comprised of the three major segments viz., power loom, handloom and hosiery. In addition to the above, there are readymade garments, khadi as well as carpet manufacturing units in the decentralized sector. In a country like ours where labour is abundant and the unemployment poses a serious threat to the economic growth of the country, there is always a controversy about the production technology to be adopted. The mill sector’s competitiveness is at stake given the mushrooming of a large power loom sector who has production-function advantages. The textile production in case of the later entrants like power looms have therefore upset the entire production scenario. The power looms and mills are able to go for mass production with better quality products. Inspite of the fact that the industry could assimilate high technology levels for better quality production in the market, it has never adapted to the modern technology and, therefore, has remained obsolete. In the advent of globalisation, the Government of India, as part of its modernisation efforts, has decided to induct about 50,000 shuttleless looms and upgrade 2.5 lakh looms into automatic and semi automatic powerlooms and make it cost effective.
COTTON – CONSUMPTION TRENDS

         It is believed that cotton was first grown and put to use in India before anywhere else in the world. From those ancient days India has been a manufacturing nation and an exporter of fine cotton fabrics to all nations. From then onwards India’s long history of cotton textile Industry started.
     Cotton industries first came to Bombay and other nearby places. Even against adverse conditions of famine and natural calamities, slowly the industry spread its wings in other areas also. In the beginning of 19th century there were only 236 mills as against a total of 1850 mills during the period of 1999-2000.

The cotton textile mills were more concentrated in the states of Maharastra, Gujarat, Tamilnadu, Uttar Pradesh, and West Bengal. As regards spinning mills, Tamilnadu occupies first place in its growth, out of which nearly 50% of mills are found in Coimbatore alone.

TAMILNADU TEXTILE INDUSTRY

 
          The global market has become an overwhelming incentive for new investments and there has then occurred a veritable explosion of capacity in cotton-based complexes, the most important being the Tamilnadu clusters. This has been a many sided revolution: 

 (1) The 1990s have seen phenomenal growth of cotton spinning in Tamilnadu and,     thereafter, the mushrooming of power looms manufacturing gray cloth. 

(2) Tamilnadu has been in the forefront in the Indian power loom industry. The state ranks third only after Maharashtra and Gujarat as regards the number of textile manufacturing units in organized and decentralized sector of the textile industry. The power loom industry in Tamilnadu provides direct and indirect employment to over 7 lakh workers and is reputed for its powerloom weaving. The state produces large volumes of power loom items that find a market in every nook and corner of the country and also caters to the fabric needs of the export RMG manufacturing units located in Delhi, Mumbai, Chennai, Bangalore and other centres. Further, the performance of the powerloom sector in Tamilnadu presents a better picture as there are concentration of industrial enterprises specializing in various stages of textiles manufacture, right from ginning of cotton followed by spinning to the finishing/ garmenting of the end product.

       The structure of powerloom sector in Tamilnadu differs from that observed in other states like Maharashtra and Gujarat. It varies in respect of the production pattern, size of the units, concentration of powerloom centres etc. At present, it is estimated that there are 4,37,325 looms in this sector. The power looms in Tamilnadu are mainly concentrated in the three districts of Salem, Erode and Coimbatore accounting together for 83% of the looms.

      Keeping the interest of the powerloom Industry as a whole, an effort has been made to briefly explain the strengths, weaknesses, opportunities and threats of the present powerloom industry in Tamilnadu.

SWOT ANALYSIS OF THE TEXTILE MANUFACTURING IN TAMILNADU

STRENGTHS

1.   There are a large number of spinning mills located in the state that manufacture

     cotton yarn to ease the supply position and generate demand for yarn and supply 

     of fabrics.

2.   There are a large number of powerloom owners and looms that are expanding in

      size over the recent period.

3.  The state has a traditional handloom base which helps in consolidating the

      powerlooms and adoption of traditional varieties.

4.   There exists a relatively better infrastructure facility for transport, electricity etc.

      that are most favorable for running the powerloom weaving factories.

5.   There are supportive engineering industries located in Coimbatore and elsewhere.

6.  There is a well-developed ginning industry and cotton cultivation is wide-spread   

      in the state.

7.   The state has the advantage of possessing adequate disciplined labour supply with

      low labour cost.

8.   There are well-established production bases for made-ups export as well as for

      domestic market.

9.  The sector enjoys the advantage of catering to short batches for provision of varied

      designs.

10. There are adequate processing facility for yarn dyeing and production of yarn 

       dyed fabrics.

  WEAKNESSES

1.  The most serious problem of the industry is the lack of adequate processing

      facilities; there is over-dependence on hand processors and traditional items.

2.  The majority of the SMEs are tiny and cottage type units without sufficient capital

      back-up.

 3.   Most of the looms in the state are plain looms with low technology level.

 4.   There is always water scarcity and there is an increasing trend in the paucity of

       water required for the textile processing industry.

5.   There is also a disadvantage in the form of increased power tariff, fuel cost etc.

6.   There is always a dichotomy in production pattern and a handful of master          

       weavers control the entire production of the cluster.

7.   The demand pattern in the state is observed to be mostly seasonal.

8.   The quality of wider-width fabrics for meeting the export demand is lacking in

    many respects, which is acting as a disadvantage to the growth of the industry.

  9.  There is inadequate encouragement to manufacture technical textiles, which has

    greater potential for growth.

OPPORTUNITIES

1. As per available information, the market for processed cotton fabric will increase  in the European and other markets and, therefore, the powerloom industry may   benefit and expand substantially. Further the growth in the export segment will be mainly from cotton made-ups and garments along with processed fabrics.

    2. Grey fabric export is continuing to grow and will show increasing trends. 

    3. Value added products will have greater demand and, therefore, processing will play an    

   important role.

    4. India with traditional designs and craftsmanship can command a greater market        

          Share for niche products in made-ups and garments.

THREATS
1. Abolition of quota system will lead to fluctuations in the export demand.

2.    Marketing will be the most problematic area where improvements are called for.

       Continuous quality improvement will be the need of the hour for which urgent

       measures are called for from all stakeholders.

3.    Increasing competition from other states/centres (like Surat) will be a major

        problem where the industries have come up afresh and are well developed and

        technologically more advanced.

4. Traditional items like terry towels are manufactured all over the country with 

       superior quality. This has been eroding the traditional markets for powerloom

       and handloom products forcing them to go for product diversification.

COTTON TEXTILE IN COIMBATORE

Coimbatore is called the “South Indian Manchester”. The climate in Coimbatore city is very favorable for the development of textile industries.  The easy availability of raw materials, sufficient skilled laborers, and humid and soft wind prevailing in Coimbatore district are the other major factors for the development of the textile industry in Coimbatore. Tirupur, which is the most popular for hosiery unit forms apart of Coimbatore textile city. 

Presently India has the second largest installed spindle in the world next to China. India is having around 1600 organized and 100 unorganized spinning units with an installation capacity about 35 million spindles.

The spinning sector has recently changed from an essentially labor intensive into a capital-intensive industry. The transformation imposed the management of the machinery and of the entire firm has to assure of highest quality and optimum performance. Introducing computer technologies in all fields of the sector has helped to achieve high quality parameters and a very high productivity level the cotton technology mission launched with much fanfare has really difficult tasks ahead.  The main objective behind setting up of the mission with a corpus of Rs.593 crores was to bring the entire gamut of research, development, marketing and processing of cotton under one umbrella so as to improve production, productivity and the quality of Indian cotton.

The cotton technology mission launched with much fanfare has really difficult tasks ahead.  The main objective behind setting up of the mission with a corpus of Rs.593 crores was to bring the entire gamut of research, development, marketing and processing of cotton under one umbrella so as to improve production, productivity and the quality of Indian cotton.

SPINNING INDUSTRY



Spinning is the process of drawing out and twisting of a group or bundles of fibres into a continuous thread/yarn of sufficient strength to be woven or knitted into fabrics. Yarns, being intermediate product to the textile industry production sequence, or subjected to frequent changes with fashion, particularly in the clothing and household textile sectors. The market for spinners has therefore, become more diverse and short term due to the trend in fashion designing and has now developed into a buyers market. Yarn characteristics, quality, price and above all the customer depending upon the needs for their end product today decide the delivery conditions.



Most of the spinning mills in the world can produce standard and commonly used yarns, that too of good quality. Mills are now equipped with latest and high productions machines and are required to have ever-greater production flexibility. Quick delivery and fast reactions to customer’s requirements will in future be in greater demand in the world market than hitherto.



In a spinning mill, raw materials like cotton, polyester, viscose are individually processed or in blended form. Normally the yarn is produced for consumption either for the leaving requirement or knitting requirement. Special types of yarn are produced for exclusive use in industrial applications like fibers, tyre cords, hoses etc.



Textile is traditionally meant for woven fabric. The term came from the word ‘texture’ meaning to weave. India is well known in the world over as a regular supplier of quality cotton yarn. However, over the years its standing in the world market is being cost, with the steadily deteriorating performance of mill and closure of units due to reduced profitability.  Cost are escalating while margins are being eroded.



Thus the textile industry is one of the major industries providing ample number of employment opportunities that will increase the welfare of the society. In order to have continuous improvement in the textile industry, every employee should work in efficient manner to make the industry to run in the successful way. In Jagannath Textile Company Limited with its market leadership has catered to the varied requirements of the market. Equipped with sophisticated machinery and skilled personnel, JTCL has consistently delivered superior quality yarn. JTCL’s strength rests on its capability to meet the market requirements which is reflected in its wide product variety that makes the organization to achieve great success in this industry.

Emotional Intelligence is the capacity for effectively recognizing and managing the own emotions and those of others.  Emotions have the potential to get in the way of most important business and personal relationships. The emotional intelligence is one which has been taken into consideration in order to make the employees work more effectively and to increase the productivity in the Textile Industry. Thus the study is done in order to determine the influence of emotions of employees in their organization.

1.2 JAGANNATH TEXTILE COMPANY LIMITED
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Jagannath Textile Company LTD. (JTCL) though a relatively new venture, has made remarkable progress in spinning quality yarn. JTCL has an astonishing Production capability, productivity and a committed team of skilled workers numbering approximately 1000. Under the guidance of its promoter, Shri Ramesh Kumar Tibrewal, who personify the true spirit of enterprise, JTCL has established a distinct identity in the textile market within a decade of its existence.

JTCL has a unique inspirational work culture. JTCL rests on strong ethical and moral foundations, relying on the deeds of wisdom propagated by Swami Vivekananda, Mahatma Gandhi, and Rabindranath Tagore and our first Citizen, His Excellency  
Dr. A.P.J. Abdul Kalam.  With strong business acumen, successfully demonstrated by its Promoter, the company has progressed steadily from dealing in cotton waste to the position of eminence it holds in manufacture of Superior Quality yarn.

     The location has been chosen to promote employment generation in the interior and rural areas of Coimbatore district. JTCL commitments are not purely business centric. It encompasses a wider societal obligation. The promoter have chosen, Karuvalur, Karumathampatti, near Coimbatore, as the Plant location. The small underdeveloped village has been chosen to promote a social cause of, “Enabling Progress Through Enterprise” Further, the plant location meets the business requirements. The plant is close to major consumption centres like Tirupur, Somanur, Palldam, Karur, Madurai, and Erode, thereby promising enormous scope for expansion of the company.  
At JTCL, learning and sharing of knowledge becomes an integral part of its work culture. This unique work culture has been able to spin the work force together. 
[image: image2.jpg]


       
[image: image3.png]



       Swami Vivekananda’s words of wisdom form the back bone of the entire workforce at JTCL, spinning its success story without any major hiccups.

PRODUCT RANGE

100% cotton - Superior Quality Yarn / Auto Coro Yarn
Count Range : 2 s to 30 s

“you name the variety-we deliver it”

The Count ranges from 2’s to 30’s in both cheese and cone form from “AUTOCORO”. Yarn can be doubled in TFO and also given in hank form of SHPR / DHCR / DHPR. Package size of cheese can be given upto 4 Kg's.
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Available in

· Cheese

· Cone

· Hanks (SHPR & DHCR)

· Double (TFO)

· Multifold.
Speciality

The Speciality of the unit enables production of multiple types of yarn at a time, simplifying the entire manufacturing process. Different varieties of yarn like the Electronically cleared yarn, without EYC, Warp Yarn, Weft, Hosiery yarn, Slub Yarn, Doubled Yarn, Contaminated Cleared Yarn all can be produced at a time.

Delivery

Uncompromising quality norms has enabled JTCL easily scale new heights of success within a short span of time, With dedication and team work of its workforce, JTCL is moving from strength to strength with confidence, ease and style.

PRODUCT VARIETY

JTCL with its market leadership has catered to the varied requirements of the market. Equipped with sophisticated machinery and skilled personnel, JTCL has consistently delivered superior quality yarn. JTCL’s strength rests on its capability to meet the market requirements which is reflected in its wide product variety. 

JTCL offers four varieties of yarn: 

· Platinum                          

· Diamond

· Gold

· Silver

	Product Variety 
	Yarn
	Count Range
	Applications

	Platinum
	Spun from the       highest grade 100% virgin cotton
	Count ranges from 10’s-30's.
	Denim, Trouser Segment, Hosiery segment and export bath towels.

	Diamond
	Spun from 100% virgin cotton 
	Count ranges from 6’s-20’s.
	Denim, Trouser and high quality fabric manufacturing segments. 

	Gold
	Spun from 100%    virgin cotton
	Count ranges from 6’s-20’s.
	Best suited for corporate segment for Denim and fabric application.

	Silver
	For regular local market consumption 
	Count ranges from 2’s-20’s. 
	Best suited for grey fabrics and    home furnishing. Also used for     regular local market.
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QUALITY

At JTCL, Quality is a continual Process. Delivering quality products and services has been the primary focus of JTCL right from its inception. Clients are assured of top- notch quality consistent across the entire product range. In line with JTCL’s quality commitments, innovation and excellence form an integral part of the manufacturing process. To meet international quality standards, the company has a fully equipped Quality Control Laboratory with world Class Testing Equipment like USTER.
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Quality Policy

“Jagannath Textile Company Limited is committed to provide mutually accepted quality yarn to ensure customer satisfaction by meeting their specified requirements in time, at a competitive price, through total dedication and team work of its employees and continual improvement in the quality management system”

FACILITIES  

· Factory located in sprawling 50 acres of land with a factory built up area in ten acres

· World Class Advanced technology machines

· Quality consistent across the entire product range

· Fully Automated material handling System

· Fully air-conditioned plant humified with the latest German Technology

· Efficient water conservation through Rain water Harvesting  
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· Water Supply through water treated through Reverse Osmosis System  

· Fully automated Waste Handling system  

· Sewage treatment through modern bio- friendly methods  

· In house Power Generation Plant capable of excellent back up facility. Quality Power assurance 24x360.  

· Safety Norms occupy top priority. Full Protection through fire hydrant system and adequate lightening arrestors.  

· Full-Fledged Training Centre offering excellent scope for skill enhancement  

· Full-Fledged Canteen facilities for employees   

· Full-Fledged quarters facilities with playground and gardens  

· A well established Township for the employees is located within the factory premises.

· In- house Refreshment Club with swimming pool serves as an excellent recreation for the employees  

· Playground with gardens allows the employees to spend their leisure with their family and in strengthening social bonds within JTCL

                       ORGANISATION CHART
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1.3 EMOTIONAL INTELLIGENCE

Emotional intelligence is a combination of competencies. These skills contribute to a person’s ability to manage and monitor his or her own emotions, to correctly gauge the emotional states of others and opinions (Caudron,1999;Goleman,1998). Quite simply, emotional intelligence is the intelligent use of emotions!. Eight factors are divided into two dimensions personal dimension and relational dimension. Emotional intelligence, like I.Q., is hierarchically organized. E.Q when divided into a two-dimensional model, can be further broken down into 4 subdivisions:

	(Personal dimension)
	(Relational dimension)

	· Self-esteem

· Self-control 

· Self-motivation 

· Emotional self-knowledge
	· Empathy 

· Emotional expression 

· Conflict resolution 

· Assertiveness 


Self-esteem is the basic human need, it makes an essential contribution to the life process and indispensable to normal and healthy self-development, and has a value for survival.

Self control refers to the ability to control human behavior. Self-control is required in order to inhibit impulsivity, and has been a recurrent theme throughout history, culture, and philosophy, where it is considered a key to volition (psychology) and free will.
Self-Motivation is the emotional tendency guiding or facilitating the attainment of goals. It consists of achievement drive (meeting a standard of excellence), commitment (alignment of goals with the group or organization), initiative(acting on opportunities), and optimism(persistence in searching goals despite setbacks).

Self-knowledge is the ability to recognize a feeling as it happens, to accurately perform self-assessments and have self-confidence. It is the keystone of emotional intelligence.

Empathy is the understanding of others by being aware of their needs, perspectives, feelings, concerns, and sensing the developmental needs of others.

Emotional expression can have a variety of effects on social interactions, psychological well-being and physical health. It is the degree to which one can integrate their thinking and feeling that far exceeds the importance of how much one does, or does not express themselves.

      Conflict resolution is the intervention aimed at alleviating or eliminating discord through conciliation. Processes of conflict resolution generally include negotiation, mediation and diplomacy.
An assertiveness is a style of behavior that is to interact with people while standing up for their rights. The result of being assertive is that

1. You feel good about yourself 

2. Other people know how to deal with you and there is nothing vague about dealing with you.
WHAT ARE EMOTIONS?
 
Happiness, fear, anger, affection, shame, disgust, surprise, lust, sadness, elation, love, frustration, anxiety, failure, achievement etc. The above are the emotions that directly affect our day-to-day life. There are two dimensions of emotions: Physiological side: ‘Emotion’ is a complex state of human mind, involving bodily changes of widespread character such as breathing, pounding heart, flushed face, sweating palms, pulse rate, gland secretions, etc. Psychological side: It is a state of excitement or perturbation marked by strong feelings.

EMOTIONS AND THEIR BLENDS
· Anger:  fury, outrage, resentment, annoyance, hostility.

·  Love:  acceptance, friendliness, trust, kindness, infatuation.

· Shame:  guilt, remorse, humiliation, regret.

· Fear:  anxiety, nervousness, apprehension, terror.

· Enjoyment: happiness, joy, relief, contentment, pleasure.

· Sadness:  Grief, sorrow, cheerlessness, gloom.

· Surprise:  Shock, astonishment, amazement wonder.

WHAT EXACTLY IS EQ?           

Emotional intelligence or Emotional Quotient is simply defined as:

· Knowing what feels good, what feels bad, and how to get from bad to good.

· Knowing your emotions and knowing emotion of others.

· It refers to emotional management skills, which provide competency to balance    emotions and reason so as to maximize long-term happiness.

According to DanielGoleman (1998), Emotional Intelligence is “the capacity for recognizing our own feelings and those of others, for motivating ourselves, and for managing emotions well in ourselves and in our relationships. Emotional intelligence describes abilities distinct from, but complementary to, academic intelligence.” 
.
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THE INDIAN PERSPECTIVE      

  “Emotional intelligence is the ability of an individual to appropriately and successfully respond to a vast variety of emotional inputs being elicited from inner self and immediate environment. Emotional intelligence constitutes three psychological dimensions such as Emotional Competency, Emotional Maturity And Emotional Sensitivity, which motivate an individual to recognize truthfully, interpret honestly and handle tactfully the dynamics of human behavior”. (Dalip Singh 2003) .

CHARACTERISTICS OF A HIGH EQ PERSON

· A time to wait and a time to watch,

· A time to be aggressive and a time to be passive,

· A time to be together and a time to be alone, 

· A time to fight and a time to love,

· A time to work and a time to play,

· A time to cry and a time to laugh,

· A time to confront and a time to withdraw,

· A time to speak and a time to be silent, 

· A time to be patient and a time to decide.

CAN EQ BE DEVELOPED?

Upgrading your emotional skills can develop EQ.  The popular thinking that EQ is entirely inherited is incorrect. Emotional Intelligence is not fixed at birth.  There is no emotional intelligence gene as such known today.  It is something one has learned. 
EQ be developed at any stage/age of personal or professional life. EQ can upgrade your emotional skills at any stage of life. In fact, age and maturity are positively correlated with the EQ.Same is not true about IQ which is more or less static.

APPLICATIONS OF EMOTIONAL INTELLIGENCE

Emotional intelligence enhances management skills. It is a set of abilities which can assist managers in several critical ways.

Flexible planning:

Managers who are emotionally intelligent use their emotions to adapt their plans. They do not ignore uncomfortable facts. Emotionally intelligent behavior helps managers plan better in many ways:

· Change plans to meet the needs of the moment.

· Adapt to different situations.

· Consider a variety of possible actions.

· Come up with alternate plans.

· Do not consistently do the same thing.

· Do not stick to the plan when it doesn’t work out.

Balancing thoughts and feelings:

Managers with high emotional intelligence are able to strike a balance between their thoughts and feeling by being neither too logical nor too emotional.

· Make decisions based on both- the head and the heart.

· Do not let strong emotions blind them.

Motivation:

Emotionally intelligent managers are able to understand their emotions and those of others, in order to help them motivate their staff and themselves. Emotionally intelligent managers:

· Get people to keep going, even when they want to give up.

· Get people to try again after failing at something.

· Motivate self/others.

· Get things done.

Decision-making:

Managers are called upon to make decisions based upon strong emotions. When the emotions are not dealt with in a constructive way it can lead to bad decisions. Emotionally intelligent managers make better decisions by:

· Using emotions to improve thinking.

· See things clearly even when feeling are overpowering.

· Do not react out of anger.

· Make good decisions even when angry.

Team effectiveness:

When working in a team environment, the skill of emotional intelligence becomes even more important to the job. The key is to work efficiently with others. Emotional intelligence also helps in generating new and creative ideas and solutions to problems.

Creative thinking:

All teams need to come up with solutions to problems. Emotional intelligence helps to think creatively in many ways:

· View problems from multiple perspectives

· Be inventive and see new solutions.

· Generate original ideas and solutions.

Social effectiveness:

When working in a team, social effectiveness allows to accomplish the desired goal. Emotional intelligence helps in working with others.

· Enjoyable to be with.

· Good at influencing people.

· Believable and trusting.

· Empathetic.


Though emotional intelligence is not the sole predictor of workplace success, career satisfaction or leadership effectiveness, it is one of many important components. Part of being an educated user of emotional intelligence means understanding that is not and should not be thought of as a replacement or substitute for ability, knowledge or job skills. Emotional intelligence and people enhances success, but it does not guarantee it in the absence of suitable skills.

EMOTIONAL SKILLS MANAGERS SHOULD LEARN

· EMOTIONAL COMPETENCY

· EMOTIONAL MATURITY

· EMOTIONAL SENSITIVITY 
EMOTIONAL INTELLIGENCE FACTORS





  

 
Self esteem
Self-control
Empathy


Assertiveness
Emotional -
Emotional expression

 
Conflict resolution
 self-knowledge


Self-motivation


                           Thus above factors are considered in order to identify EQ factor and its effectiveness of employees in Jagannath textile Company Limited. It will help the researcher to give suggestions to improve Emotional Intelligence.

PICTORIAL REPRESENTATIONS OF EI

 Emotional Intelligence is very important for managers as it is one of the important deciding factor for relationship management resulting in motivation, retention , self management & managing others.

EQ & Managers

· Emotional Intelligence is very important for managers as their behaviour & treatment of their people determine turnover and retention of the company. Managers & supervisors are the direct line of contact for the employees. They interact daily with individuals who have distinct needs, wants & expectations. They significantly influence the attitudes, performance & satisfaction of employees within their departments & other departments.



Example to illustrate how EQ can positively or negatively impact one's career and the organization:




Working with people means working with Emotions

When people are working at a common place , emotions will play a role. Theories to the contrary not withstanding. “Don’t bring your personal problems to work” is one variation of the argument that emotions are inappropriate in the workplace. Business decisions, so the argument goes, should be based on information, logic and calm cool reason, with emotions kept to a minimum. 

How EQ succeeds IQ
· Emotional Intelligence explains why inspite of equal intellectual capacity, educational background, training or experience some people excel while others of same caliber and high educational degree lag behind

· Emotional Intelligence is the dimension of intelligence responsible for our ability to  manage ourselves and our relationship with others.

BENEFITS OF EQ


                                                     Social expertise that allow us to network and develop
                                                     Relationships that enhance our purpose

               Empathy






1.4  SCOPE 

Emotional Intelligence can be used to make meaningful and interesting predictions to a person’s life outcomes. Emotional Intelligence is the innate potential to feel, use, communicate, recognize, remember, learn from, manage and understand emotions. By identifying EQ factor and its effectiveness gives awareness to the employees about their emotions and there by they are able to strike a balance between reason and emotions, which makes them good leaders and team players. Emotional intelligence is very essential for today’s managers to mould themselves in the required shape.

TO THE RESEARCHER


The researcher could understand the various personality traits that regulate emotions to promote emotional and intellectual growth of the employees in an organization. The researcher could get a chance to interact with the employees of the organization and know their personal and psychological features.

TO THE ORGANIZATION


The study helps to identify EQ factor and its effectiveness of the employees. It helps the organization to understand how emotions can influence goals, decision-making, thoughts, behavior, and work/personal relationships. It helps the management to deal with employees according to their traits.

TO THE RESPONDENTS

It helps the respondents to know their effectiveness of EQ factor and helps to understand them in a better manner. It helps them to openly express their feelings and views.

1.5 OBJECTIVES

PRIMARY OBJECTIVE: 
· To identify EQ factor and its effectiveness among the employees of Jagannath Textile Company Limited.
SECONDARY OBJECTIVES:

· To understand how emotions can influence goals, decision-making, thoughts, behavior, and work/personal relationships.

· To study the influence of emotions on behavior.

1.6 LIMITATIONS OF THE STUDY

· The study is concerned with Jagannath Textile Company Limited workers only. So it cannot be generalized.

· It does not have any substantial predictive value.

· Reluctance of the employees to answer vital questions even though confidentiality was provided with.

· The study of the period is confined to 8 weeks.

2. REVIEW OF LITERATURE

A literature review is an account of what has been published on a topic by accredited scholars and researchers.   It is part of the introduction to an essay, research report, or thesis.   As a piece of writing, the literature review must be defined by a guiding concept (e.g., research objective, the problem or issue you are discussing or your argumentative thesis).   It is not just a descriptive list of the material available, or a set of summaries. Once the problem is formulated a brief summary of it should be written down. For this purpose the abstracting and indexing journals and published or unpublished bibliographies are the first place to go.                               

Besides enlarging knowledge about the topic, writing a literature review lets you gain and demonstrate skills in two areas: 

             This review of literature throws light into

· The concept of emotional intelligence.  

· Studies relating to emotional intelligence. 

 Emotional intelligence is increasingly being regarded as a major key to personal success and as being more important than IQ.   Some of the most successful people in life today are those who are regarded as having a high level of emotional intelligence whatever their level of IQ.   Being able to manage themselves and others successfully is often a crucial factor in their success.   With a growing emphasis on 'soft skills', managers need to be able to sensitively handle other people, both within and outside the organization. The researcher could find out the various studies conducted by scholars in different organizations on emotional intelligence.  


EMOTIONAL INTELLIGENCE

Mandell and Pherwani (2003)1, “Relationship between emotional intelligence and transformational leadership style: A gender comparison”. The research found that level of emotional intelligence (as measured by the Bar-On Emotion Quotient Inventory) was significantly related to transformational leadership style .The foremost contributor to the area of emotional intelligence and leadership is Daniel Goleman, who has written several books on implementing emotional intelligence in an organization, including Working with Emotional Intelligence (1998) and The Emotionally Intelligence Workplace (2001). Goleman posits that leaders high in emotional intelligence are key to organizational success; leaders must have the capacity to sense employees' feelings about their work environments, to intervene when problems arise, to manage their own emotions in order to gain the trust of the employees, and to understand the political and social conventions within an organization.

S.P.Chauhan and Daisy chauhan(2007)2, “ Emotional Intelligence: Does it influence decision making and role efficacy?”. The research reveals that to excel in today’s competitive environment, organizations need people who are more than academically intelligent. They need people who are smart, creative , have initiative, team leadership, cooperation, persuasiveness, resilience, and optimism which are essential for business success. “Clarity” in thinking and “composure” in stressful and chaotic situations is what separates the top performers in the workplace. These attributes may contribute more to individual and organizational effectives than general intelligence. The research has shown that Emotional Intelligence (EI) is linked to successful performance in the workplace. Emotions influence all aspects of our lives. It is impossible to separate them from work. Today people prefer a more people-focused style of leadership. They are motivated by the relationships they work, develop in the workplace and EI seems like a logical framework to help build these relationships. In recruiting new employees, most companies focus on technical qualifications, educational background, and job experience. But very often the most critical factor is none of these.


James Ehrenstrom, vice-president of personnel at Northwestern mutual, said that “we look for someone that is going to be compatible with this environment- a caring person, a quality person, a positive person. Someone who is too independent and ambitious, with little regard for others, is not going to work out here. If they are not willing to play as a team member, they are not going to fit in.” John Huck of Merck says: “most very good people who don’t succeed because they do not relate well with people. Interpersonal skill [when it is absent] is the skill that most frequently is the reason for failure.”

For years human resource professionals, corporate trainers, recruiters, managers and others have known what sets apart the average performers from the stars. It was people skills. People skills are not easy to measure but it can replace people skills with an objective, measurable term-Emotional Intelligence. “Managing people” which should obviously start with self-management, becomes a high priority if managers have to achieve personal and professional success.

Rahim and Psenicka (2005)3, “Relationship between emotional intelligence and effectiveness of leader role: A dyadic study in four countries”. The dynamic study  carried out perhaps the most comprehensive international study involving participants from the United States, Greece, Bangladesh, and China. The authors began by taking issue with the premise that emotional intelligence encompasses “everything but IQ: emotional awareness, accurate self-assessment, self-confidence, trustworthiness, conscientiousness, adaptability, innovation and so on” (Rahim & Psenicka, 2005, p. 329). They, like Salovey and Mayer, based their model on ability, which they distinguished from personality. Their hypothesis was that empathy would mediate between social skills and effective leadership. They employed a self-developed instrument, which specifically measured subordinates’ perception of their supervisor’s empathy and social skills. They also used a subscale of a 1978 instrument to measure leadership effectiveness, which was also completed by the subordinates.

Boyatzis, Stubbs, and Taylor (2002)4, “Learning cognitive and emotional intelligence competencies through graduate management education”. The research focused on preparing people to be excellent leaders. Along with Goleman, Boyatzis refers to these positive leadership characteristics as “competencies.” Boyatzis et al. note the importance of knowledge required for the leaders to perform their specific jobs and their desire to make use of their talent. Pointing out the importance of these two crucial features then allows EI to be considered as additional “threshold features.” By characterizing EI in this manner, the model shows how low-EI leaders can be rated as competent and even, perhaps, “great” if they are the key to the success of their organization or unit—perhaps, in spite of limited emotional and/or relational abilities. This model is also important in suggesting that the competencies of EI can be taught along with other competencies. EI competencies are the only path to effective leadership. So this research is very much helpful for preparing people to be an excellent leaders in the organization.

Nanjanath et al(1980)5, “ Managerial effectiveness of executives “ . A study of Indian industries has found that of all the factors contributing to managerial effectiveness and  the individual qualities of the managers in the organisation. According to him the individual qualities include: job knowledge, intelligence, ability to get along with people and decision making ability. The study has further narrowed down the personal factors contributing towards managerial effectiveness and identified personal efficacy as one of the most important factor. The study was conducted on a sample of 211 managers. The data collected through questionnaires were computed to find out the percentage of managers with high, average and low scores on all three variables-EQ, role efficacy and decision - making. The findings of the study indicate that the managers belonging to top level of management had a significantly higher level of emotional intelligence and correspondingly they were high on decision-making and their role efficacy was higher as compared to the managers of the middle and lower levels. This can be achieved through :1) organizing training programmes in the area of emotional intelligence and (2)encouraging managers to take more responsibility at their own level of problem solving and decision making rather than relying too much on their superiors.

Yew Ming Chia (2005)6 , conducted a study on “Job offers of multi-national accounting firms: the effects of emotional intelligence, extra-curricular activities, and academic performance”, Accounting Education investigates that the effects of academic performance, extracurricular activities (ECA) and emotional intelligence (EI) of potential accounting-major graduates on the outcomes of their respective interviewing activities and the number of final job offers given by the multinational Big 5 public accounting firms. The following outcomes are identified: (a) the number of initial job interviews is affected by both a graduate's academic performance and level of participation in ECA; (b) the number of subsequent job interviews is affected by both the number of initial job interviews as well as the level of a graduate's EI; (c) the number of final job offers is affected by the graduate's level of EI and both the number of initial and subsequent job interviews. The results indicate the relevance of EI in the job search process and will also be useful for accounting educators to plan their curricula more effectively to enhance the job placement of their graduates with the Big 5 firms.

Bro. Dr. Vinai Viriyavidhayavongs and Ms. Satita Jiamsuchon(2001)7, “ The Relationship between Emotional Quotient (EQ) and Leadership Effectiveness  in Life Insurance Business Organizations”. The complexity of business environments requires organizations to hire leaders with strong managerial skills, who have high Emotional Quotient (EQ) and leadership effectiveness. Although IQ may be important for managers, it does not always guarantee that  they  have  the  EQ  required  to deal effectively with subordinates.    Combining   descriptive research  with the self-administration of 400 questionnaires, the present study examined the EQ of managers of life insurance companies. The   study  finds  that  most  of  the  managers  had  at  least moderate EQ scores in the areas of self-awareness, self-regulation, self-motivation, empathy, and social skills and had at least moderate leadership effectiveness and that EQ factors are related positively to leadership effectiveness, with social skills as the most important factor. In all, EQ contributed 52.2 percent of the variance in leadership effectiveness. It was also found that supervisors and managers had similar EQs but that senior managers had a different EQ profile.

Not all managers were found to have adequate levels of EQ and leadership effectiveness and it is recommended that the organizations develop training programs to enhance their managers emotional sensitivity, and be engaged in the six strategies for increasing EQ proposed by Weisinger (1998): Developing an enhanced level of self-awareness; managing emotions; motivating oneself; developing effective communication skills; developing interpersonal skills; and helping others help themselves.

Nicholas Clarke (2006)8, in his study on “Developing Emotional Intelligence Through Workplace Learning” states that few empirical studies have appeared in the literature investigating the development of emotional intelligence relevant to organizational settings. The paper report findings from a study investigating workplace learning in UK hospices(Hospice care is more of a treatment philosophy, used by patients when they no longer desire aggressive care for their disease. Hospices do not focus on reversing disease. They emphasize pain treatment and palliative care through an interdisciplinary team approach composed of nurses, social workers, physicians, dietitians, home health aides and highly trained volunteers. Hospices provide nursing care, medical equipment such as movable beds or walkers, drugs, social services, and physical therapy), that suggest particular emotional abilities are susceptible to development within the workplace. Based on the findings, it is proposed that certain emotional abilities associated with the ability conceptualization of emotional intelligence can be developed using workplace or on-the-job learning methods where competences in EI, alongside the socio-cultural cues that influence emotional display, are likely to be learned and understood within the context of the workplace. 

Akerjordet k & severinsson e (2007)9, “Journal of Clinical Nursing”. The research with specific focus on empirical and  epistemological perspectives. The concept of emotional intelligence is derived from extensive research and theory about thoughts, feelings and abilities that, prior to 1990, were considered to be unrelated phenomena. Today, emotional intelligence attracts growing interest worldwide, contributing to critical reflection as well as to  various educational, health and occupational outcomes. The findings revealed that the epistemological tradition of natural science is the most frequently used and that, therefore, few articles related to humanistic sciences or philosophical perspectives were found. There is no agreement as to whether emotional intelligence is an individual ability, non-cognitive skill, capability or competence. One important finding is that, regardless of the theoretical framework used, researchers agree that emotional intelligence embraces emotional awareness in relation to self and others, professional efficiency and emotional management. There have been some interesting theoretical frameworks that relate emotional intelligence to stress and mental health within different contexts. Emotional learning and maturation processes, i.e. personal growth and development in the area of emotional  intelligence, are central to professional competence. 

The Conclusion will be there is no doubt that the research on emotional intelligence is scarce and still at the developmental stage. Clinical questions pertaining to the nursing profession should be developed with focus on personal qualities of relevance to nursing practice. Different approaches are needed in order to further expand the theoretical, empirical and philosophical foundation and enigmatic concept relevance to clinical practice. Emotional intelligence may have implications for health promotion and quality of work life within nursing. Emotional intelligence seems to lead to more positive attitudes, greater adaptability, improved relationships and increased orientation towards positive values.

Pizarro and Salovey (2002)10, “Being and becoming a good person: The role of emotional intelligence in moral development and behavior”. The research describes the implementation of standardized programs nationwide in the U.S. to increase moral and values education in K-12 classrooms. The research highlights increasing concern in recent years that the “formation of moral character” can go wrong and fail. At the same time, interest in EI concepts has increased, accompanied by the idea that EI skills are needed for social adjustment and happiness. Pizarro and Salovey therefore endeavor to describe the role that various emotions play in the moral development and education of children, and in the moral decision-making of adults. They point out that the relationship between EI and moral development may be positive or Negative. 
In addition, emotions are also important in helping children to internalize the values, morals, and norms of others (parents, teachers, society more broadly). The concept of empathy (the ability to know how others are feeling) is the best studied of emotions. The emotional arousal an empathetic person feels when others are suffering is believed to motivate helping behavior toward those in distress, and thus lead to more moral behavior. Guilt, on the other hand, motivates people to seek forgiveness when they have wronged someone and try to make amends. While Pizarro and Salovey emphasize that such educational programs should ideally be presented to younger students, they believe that older children and adults can also benefit.

Brown, Bryant, and Reilly (2005)11, “Does emotional intelligence—as measured by the EQ-i—influence transformational leadership and/or desirable outcomes?”. The study noted that the connection between transformational leadership (TL) and desirable outcomes has been well established and they predicted in their very ambitious study that they would find that TL predicts desirable outcomes. They also predicted that EI and desirable outcomes would be positively related, but they were not sure if this relation would be a simple relationship or would only emerge after factoring out the effects of TL. They also predicted that EQ would be positively correlated with TL and negatively correlated with contingent reward and with laissez-faire leadership styles. According to Brown et al., the results of regression analyses demonstrated that the desirable outcomes subcategories were positively associated with overall TL (although not with all of the TL subscales). More interesting was that the prediction for EI to be positively correlated with desirable outcomes received only limited support.

Carmeli and Josman (2006)12, “The relationship among emotional intelligence,task performance, and organizational citizenship behaviors”. The study reveals the frequent comment that, in spite of glowing descriptions of possible connections between emotional intelligence and positive performance in the workplace, methodologically sound studies examining this connection rare. They go on to say that even if research has been carried out, it is typically based on self-reported evaluations and it overlooks that work performance is actually multidimensional (task performance and organizational citizenship). Carmeli and Josman noted that task performance might not capture the full range of the leader’s work role. They maintained that “extra-role behaviors,” such as maintaining civil relationships and helping subordinates with issues, also impacted on the work performance. Specifically, the researchers examined two elements of the leader: altruism (e.g., helping with a heavy workload) and general compliance (e.g., being punctual) which they suggested may be the factors that maintain the leader’s respect from subordinates and could, therefore, impact subordinates’ willingness to conscientiously perform work for the leader. Carmeli and Josman assessed 215 employees in diverse organizations in Israel to look for a connection between emotional intelligence with both altruistic behavior and compliant behavior. 

Debra Marie Yoder (2004)13 , “Organizational Climate And Emotional Intelligence”, The study included participants in appreciative interviews using provocative positive questions on the topic of emotional intelligence and organizational climate. Both emotional intelligence (EI) and appreciative inquiry are evolving constructs. By integrating the technique (appreciative inquiry) with the topic (emotional intelligence), the question of how emotionally-intelligent leadership affects organizational climate was explored. This study addresses potentially useful questions about the characteristics of emotional intelligence and its possible implications for affecting organizational climate. The questions are: Developing others, Teamwork & collaboration, Organizational awareness, Building bonds, Visionary leadership, Empathy, Respect, Open communication, Emotional self-control, Influence, Leveraging diversity, Social responsibility, Optimism/appreciative attitude, Achievement drive/initiative, Self-confidence, Self-awareness, Persistence/resilience, Trust, Service orientation, Catalyzing change, Adaptability, Self-actualization, Conscientiousness.
Emma J. Donaldso-feilder & Frank W. Bond (2004)14 ,“The relative importance of psychological acceptance and emotional intelligence to workplace well-being” In their journal they include Psychological acceptance and emotional intelligence (EI) are two relatively new individual characteristics that are hypothesised to affect well-being and performance at work. This study compares both of them, in terms of their ability to predict various well-being outcomes (i.e. general mental health, physical well-being, and job satisfaction). In making this comparison, the effects of job control are accounted for; this is a work organisation variable that is consistently associated with occupational health and performance. Results from 290 United Kingdom workers showed that EI did not significantly predict any of the well-being outcomes, after accounting for acceptance and job control. Acceptance predicted general mental health and physical well-being but not job satisfaction, and job control was associated with job satisfaction only. Discussion focuses on the theoretical and applied implications of the findings. The journal include the support for the suggestion that not controlling one's thoughts and feelings (as advocated by acceptance) may have greater benefits for mental well-being than attempting consciously to regulate them (as EI suggests).

David W. Chan (2007)15, “ Emotional intelligence, self-efficacy, and coping among Chinese     prospective and in-service teachers in Hong Kong”. The  study says that emotional intelligence (intrapersonal and interpersonal) and general teacher self-efficacy were assessed to represent personal resources facilitating active and passive coping in a sample of 273 Chinese prospective and in-service teachers in Hong Kong. Intrapersonal emotional intelligence and interpersonal emotional intelligence were found to predict significantly active coping strategy, being a plan to deal with behavior resulting from anger, fear, or sadness. But teacher self-efficacy did not contribute independently to the prediction of active coping even though there was some evidence that teacher self-efficacy might interact with intrapersonal emotional intelligence in the prediction of active coping, especially for male teachers. The implications of the findings gave way for preventive intervention efforts to combat teacher stress through teaching to enhance emotional intelligence.

Zadel, Aleksander (2008)16, “International Journal of Management and Enterprise Development”. The study reveals the phenomena of emotional intelligence and satisfaction of employees with various factors in a company's environment. The  aim was to determine whether there is a positive correlation between emotional intelligence of leaders and employees' satisfaction needs met within a company as well as satisfaction with organisational values. Research most often concentrates on a mere comparison between emotional intelligence and satisfaction of employees, which is measured through the organisational climate. They want to establish whether employees working under the guidance of more intelligent leaders are also more satisfied with organisational values. In methodological terms, our research was designed in such a way as to recognise, on the basis of the results obtained, the style of leadership and the type of leader, respectively, that contributes most to employees' satisfaction.

Cherniss (2000)17  ,“Social and emotional competence in the workplace”. The study outlines four main reasons why the workplace would be a logical setting for evaluating and improving emotional intelligence competencies:

· Emotional intelligence competencies are critical for success in most jobs.

· Many adults enter the workforce without the competencies necessary to succeed or excel at their job.

· Employers already have the established means and motivation for providing

     emotional intelligence training.

· Most adults spend the majority of their waking hours at work.

The American Society for Training and Development, for example, has published a volume describing guidelines for helping people in organizations cultivate emotional intelligence competencies which distinguish outstanding performers from average ones. Therefore, a strong interest in the professional applications of emotional intelligence is apparent in the way organizations have embraced Emotional Intelligence ideas.

Carmeli(2003)18, “The relationship between emotional intelligence and work attitudes”. The study believes that emotionally intelligent employees experience continuous positive moods and feelings that in turn generate a higher level job satisfaction and well being than emotionally less intelligent individuals. Management thinkers and practitioners view ‘social intelligence’ to be an increasingly relevant determinant of who will and will not be successful in organizational lives. People at the managerial levels of the organizations with high emotional intelligence competencies are likely to provide their organizations with unique contribution. A general opinion among experts is that individuals with the highest emotional intelligence excel in four interrelated skills: ability to persist and stay motivated in the face of frustration, ability to control emotions, ability to control impulses, and ability to empathize with others. The research can be effectively utilized in making the work place a healthy home to stay and perform to the maximum by the organizational members. The scientific research findings have certainly given a boost to the evolution of a body of knowledge in the area of emotional intelligence and at the same time have also got lots of organizational implications which the organizations should use to maximize the productivity of the human side of the enterprises.

Groves (2006)19, “Journal of Leadership & Organization Development”. The research hypothesized that the emotional expressivity skills of the leader will be related to visionary leadership and that visionary leadership, in turn, would be related to leadership effectiveness, as rated by the subordinates. A third hypothesis predicted that the strength of the relationship between visionary leadership and organizational change would be greater the more emotionally expressive was the leader. Groves examined senior organizational leaders from 64 organizations. He used the Social Skills Inventory (Riggio, 1989), a self-report measure, to assess the leaders’ emotional expressivity. Visionary leadership was measured by the charismatic leadership questionnaire (Conger & Kanungo, 1994); this measure was given to individuals who reported directly to the respective leader. Five-point Likert items, addressing the amount of change that had taken place in the organization in the past year, assessed leadership effectiveness. Both the leaders and their direct subordinates completed this series of items. All three hypotheses were supported by regression analysis. Groves concludes, “Visionary leaders who also possess emotional expressivity skills appear to generate greater organizational change in the respective work units than leaders lacking emotional expressivity” (Groves, 2006, p. 575). The author does caution that the data were cross-sectional, precluding conclusions of causation, and that the self reports aspect of two of the measures may be distorted by inflated ratings by the leaders. It should also be pointed out that leadership effectiveness may not be equivalent to the amount of change seen by either subordinates or the leaders, themselves, especially with only one Likert item per change type.
Zipkin (2000)20,”The wisdom of thoughtfulness”. Any growing and prosperous organization needs to retain good employees particularly those with the skills that are important in the high-tech economy. A Gallup organization study of 2 million employees at seven hundred companies found that duration of stay of an employee in accompany and his productivity would be determined by his relationship whip his immediate supervisor. In other words, people who have good relation with boss are 4 times less likely to leave than are those who have poor relationship. A few skills and characteristics in the bosses become determining factors for the satisfaction of employees in any organization. If a boss can sense the feelings of his employees at the workplace regarding the work and can intervene at the appropriate time when these employees begin to lose faith in the systems.
REFERENCES:

1.  Mandell, B., & Pherwani, S. (2003). Relationship between emotional intelligence and 

     transformational leadership style: A gender comparison. Journal of Business and

     Psychology,17(3), 387-404.

2.   S. P.Chauhan and Daisy chauhan. “ Emotional Intelligence: Does it influence decision
      making and role efficacy?”. The Indian journal of industrial relations,Vol.43, No. 2,

      October 2007.

3. Rahim, M. A., & Psenicka, C. (2005). Relationship between emotional intelligence and 

    effectiveness of leader role: A dyadic study in four countries. The International Journal of
     Organizational Analysis, 2005, 13, 327-342.    

4.   Boyatzis, R. E., Stubbs, E. C., & Taylor, S. N. (2002). Learning cognitive and emotional 
intelligence competencies through graduate management education.

Academy of Management Learning and Education, 1, 150-162.

5.   Nanjanath et al(1980).”Managerial effectiveness of executives”, J. Mohan, managerial   
 effectiveness,  Bidhi Chand (Ed.), Rawat publications,Jaipur.     

6.   Yew Ming Chia,” Job offers of multi-national accounting firms: the effects of emotional

       intelligence, extra-curricular activities, and academic performance, Accounting    

       Education: An International Journal, Volume 14, Issue 1, 2005, Pages 75 – 93.  

       www.ideas.repec.org/a/taf/accted/v14y2005i1p75-93.html - 10k.

7.   Bro. Dr. Vinai Viriyavidhayavongs and Ms. Satita Jiamsuchon(2001). “ The Relationship  
       between Emotional Quotient (EQ) and Leadership Effectiveness

 in Life Insurance Business Organizations”. Journal of management.  

8.    Nicholas Clarke(2006). “Developing emotional intelligence through workplace                    

 learning: Findings from a case     study in healthcare “Human Resource Development  International, Volume 9, Issue 4, 2006, Pages 447 – 465. 

9.   Akerjordet, Kristin; Severinsson, Elisabeth,” Journal of Clinical Nursing”, Volume   

           16, Number 8, August 2007 , pp. 1405-1416(12), Blackwell Publishing. 

10. Pizarro,D. A., & Salovey, P. (2002).Being and becoming a good person: The role of

      emotional intelligence in moral development and behavior. In J. Aronson (ed.). 

     Improving academic achievement: Impact of psychological factors on      education.

      New York: Academic Press.

11. Brown, F. W., Bryant, S. E., & Reilly, M. D. (2005). Does emotional intelligence—as

measured by the EQ-i—influence transformational leadership and/or desirable

outcomes? Leadership & Organization Development Journal, 27, 330-351.

12. Carmeli, A., & Josman, Z. E. (2006). The relationship among emotional intelligence,

      task performance, and organizational citizenship behaviors. HumanPerformance, 19,   

      403-419. 

13.  Debra Marie Yoder ,”Organizational Climate And Emotional Intelligence:”,
       Community College Journal of Research and Practice,Vol:29,Issue 1,2004,

           the best studied of morally

























































































Pages45–62.  www.eric.ed.gov/ERICWebPortal/recordDetail?accno=EJ691989 - 19k                                  
14. Emma J. Donaldso-feilder; Frank W. Bond ,” The relative importance of

      psychological acceptance and emotional intelligence to workplace well-being”,

      British Journal of Guidance & Counselling Volume 32, Issue 2, 2004, Pages 187 – 203

      www.eric.ed.gov/ERICWebPortal/recordDetail?accno=EJ680412 - 21k.

15. David W. Chan(09 November 2007)” Emotional intelligence, self-efficacy, and coping

      among Chinese     prospective and in-service teachers in Hong Kong” Educational

      Psychology, 09 November 2007.

   http://www.informaworld.com/smpp/content~db=all~content=a784372694~tab=linking

16. Zadel, Aleksander, “International Journal of Management and Enterprise Development”,  

      Volume 5, Number 5, 28 June 2008 , pp. 590-608(19),Inderscience Publishers.

17. Cherniss, C. (2000). Social and emotional competence in the workplace. In R. Bar-On & 

      J. Parker (Ed's.), The Handbook of Emotional Intelligence. San Francisco: Jossey-Bass. 

      http://www.csc-scc.gc.ca/text/rsrch/reports/r150/r150_e.pdf.

18.  Carmeli(2003). “The relationship between emotional intelligence and work attitudes,

             Behaviour and outcomes: An examination among senior managers”,Journal of           Managerial psychology,Vol.18,No.9/10,Pp.237-263.

19. Groves, K. S. (2006). Leader emotional expressivity, visionary leadership, and

      organizational change. Leadership & Organization Development Journal, 27, Pp566-583

      20. Zipkin (2000),The wisdom of thoughtfulness, The Indian journal of industrialrelations,vol.44.No.2.Pp.295-297.
3.RESEARCH METHODOLOGY


Research methodology is a way to systematically solve the research problem. It may be understood as a science of studying how research is done scientifically. It involves various data collection techniques, the method of analysis of data, their interpretations and final summarization. This chapter deals with the research methodology, which consists of certain scientific steps for successful execution of the research. This chapter explains the steps and techniques adopted for achieving the objectives of study.  The present study made an attempt to find out the extent of Emotional Intelligence derived by the employees of Jagannath Textile Company Limited.

3.1 RESEARCH DESIGN

A research design is the arrangement of conditions for collections and analysis of data in a manner that aims to combine relevance to the research purpose with economy in procedure. The research design is the conceptual structure within which research is conducted it constitutes the blueprint for the collection, measurement and analysis of data.

Descriptive research design is used for this study where the questionnaires were given to the respondents. Research design includes:

1. Formulating the objectives of the study. 

2. Designing the methods of data collection. 

3. Selecting the sample. 

4. Collecting the data. 

5. Processing and analyzing the data. 

6. Reporting the findings.


3.2 DATA COLLECTION METHODS


The method of data collection used for the study was primary data and secondary data. The primary data are those which are collected afresh and for the first time, and thus happen to be original in character. The secondary data, are those which have already been collected by some one else and which have already been passed through the statistical process.
Primary data


The primary data was collected by means of structured questionnaire on emotional intelligence. 

Secondary data
Secondary data for this study is collected from journals, magazines, websites and books related to the topic of study.
RESEARCH INSTRUMENT
           The research instrument used for the study is a questionnaire. The questionnaire is prepared with five-point likert scale. The questionnaire was administered in the following way and points are allotted.

Scales scores

	Strongly agree   
	Agree
	Unsure
	Disagree
	Strongly disagree

	5
	4
	3
	2
	1




The questionnaire factors helps to identify EQ factor of emotional intelligence of employees of Jagannath Textiles.

 3.3 INSTRUMENTS USED FOR DATA COLLECTION


The instrument used in collecting the primary data was structured questionnaire.

Questionnaires were prepared in English and administrated to the respondents to identify EQ factor and its effectiveness. The questionnaire includes details regarding personal details, Self esteem, Self motivation, Self control, Emotional self knowledge, Empathy, Emotional expression, Conflict resolution and assertiveness.
3.4 SAMPLING DESIGN


A sampling design is a definite plan for obtaining a sample from a given population. Sampling design is determined before data are collected.

Sample size


The sample unit in any field of inquiry constitutes 70 respondents. With the information of those respondents, the analysis was done in percentage; mean score value method of calculation.

Sampling Techniques

           Sampling technique used in this study is Non-probability sampling, which is also known as deliberate sampling or Convenience sampling. This type of sampling is very convenient and is relatively inexpensive.
3.5 TOOLS USED FOR ANALYSIS

         The data collected was analyzed with appropriate techniques. The techniques used for the analysis are percentage method, Mean Score Value. The spss tool for data analysis is used for further calculation and interpretation.

Percentage Analysis

            The researcher to analyze and interpret the data mainly used percentage analysis. The percentage refers to special kinds of ratio. Percentages are used in making comparison between two or more series of data.  

· Percentage Method: 

The percentage method is used to calculate the percent of the favorable and unfavorable responses

Percentage = Number of response / Number of respondents * 100 

· Mean Score Value Method: 


MSV is used to find the mean score of the factor from the respondents.

Score Value= Number of respondents*Score Value

MSV=Score Value/ Number of respondents.

4. ANALYSIS AND INTERPRETATION


Analysis is the means of computation of certain indices or measures along with searching for the patterns of relationship that exist among the data group. 

           Interpretation refers to the task of drawing inference from the collected facts after an analytical study.

          The data collected in Jagannath Textile is analyzed and interpreted in order to identify EQ factor ant its effectiveness of the employees.

The following factors are considered:

· Demographic factors

· Emotional Intelligence factors

PHASE1

DEMOGRAPHIC FACTORS

                     This phase deals with the personal profile of the respondents in the organization. Age, Educational Qualification, Department and Monthly income are dealt with in the study.

PHASE 2

EMOTIONAL INTELLIGENCE FACTORS

                  This phase deals with the respondent’s responses relating to the various Emotional Intelligence parameters. The factors contributing to Emotional Intelligence is also analyzed in this project. The following are the various factors classified into two dimensions Personal and Relational.

  PERSONAL                                                         RELATIONAL
   Self-Esteem 





Empathy

   Self-Motivation




Emotional Expression

   Self –Control




Conflict Resolution

   Emotional Self-Knowledge                                     Assertiveness 

PATTERN OF ANALYSIS
	S.NO
	FACTORS CONSIDERED
	TOOLS USED

	1.

1.1

1.2

1.3

1.4

1.5

1.6

2

2.1

2.2

2.3

2.4

3

3.1

3.2

3.3

3.4
	Personal Variables

Age

Gender

Qualification

Department

Experience

Monthly Income

Personal Dimension

Self Esteem

Self Motivation

Self control

Emotional Self Knowledge

Relational Dimension

Empathy
Emotional Expression
Conflict Resolution

Assertiveness
	Percentage

Percentage

Percentage

Percentage

Percentage

Percentage

Mean Score Value

Mean Score Value

Mean Score Value

Mean Score Value

Mean Score Value

Mean Score Value

Mean Score Value

Mean Score Value


1.1 AGE 

The age has become the integral part of every person’s life. Analysis of the personal profiles reveals that with age, employees gain more knowledge in their respective fields, which results in better performance. Also as age increases, their maturity level too increases and they are in a better position to take better decisions. The following table shows the range of employees distributed among various age limits.

TABLE NO: 1.1
AGE 

	AGE
	NO. OF WORKERS
	PERCENTAGE

	20-29 yrs
	55
	79

	30-39 yrs
	15
	21

	40-49 yrs
	0
	0

	50 and above
	0
	0

	TOTAL
	70
	100


The above table shows that 79% of the workers are belonging to age group in between 20 to 29 years. 21% of the workers are belonging to the age group in between 30 and 39 years. Thus as an individual who is full of responsibilities the emotional level is more.
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1.2 GENDER 

The effect of gender and educational background plays an important role in decision-making. The status of women in responsible positions has changed relatively. The table below shows the classification of respondents based on their gender. 

TABLE NO: 1.2

GENDER 

	GENDER
	NO. OF EMPLOYEES
	PERCENTAGE

	Male
	50
	71

	Female
	20
	29

	TOTAL
	70
	100


            The above table shows that 71% of the workers are male and 29%

             Of the workers are female.
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1.3 QUALIFICATION 

The effect of gender and educational background plays an important role in decision-making. In any type of job, educational qualification plays a very important role. The kind of job depends upon person’s qualification and his ability. This table helps to understand the qualifications of the respondents.
TABLE NO: 1.3

QUALIFICATION 
	QUALIFICATION
	NO. OF WORKERS
	PERCENTAGE

	Diploma
	13
	19

	Degree
	28
	40

	Masters
	5
	7

	ITI
	12
	17

	Others
	12
	17

	TOTAL
	70
	100


The above table shows that 40% of respondents were completed their degree course, 19% of the respondents were completed their Diploma course, 17% of the respondents were completed their ITI and other courses and only 7% of the respondents were completed their master degree.
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1.4 DEPARTMENT 

Department can have many employees. Employees may have many qualifications. This table helps to understand the departments of the respondents.
TABLE NO: 1.4

DEPARTMENT 

	DEPARTMENT
	NO. OF WORKERS
	PERCENTAGE

	Production
	13
	19

	Electrical
	10
	14

	Maintenance
	20
	28

	Finance
	11
	16

	HRD
	16
	23

	TOTAL
	70
	100


The above table shows that 28% of respondents were belonged to maintenance department, 23% of the respondents were belonged to HRD department, 19% of the respondents were belonged to production department, 16% of the respondents were belonged to finance department and 14% of the respondents were belonged to electrical department.
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1.5 EXPERIENCE 

Experienced people are having more knowledge about the organization. As an employee gains experience, the amount of work imposed upon him increases and they can perform the work more accurately to the company’s standards.
TABLE NO: 1.5

EXPERIENCE 

	EXPERIENCE
	NO. OF WORKERS
	PERCENTAGE

	0-5yrs
	55
	79

	6 to 10 yrs
	12
	17

	11 to 15 yrs
	3
	4

	16-20 yrs
	0
	0

	21 yrs and above
	0
	0

	TOTAL
	70
	100


            The above table shows that 79% of the workers are having 0 to 5 years experience, 17% of the workers are having 6 to 10 years experience and 4% of the workers are having 11 to 15 years experience.
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1.6 MONTHLY INCOME 

The income levels for the employee various according to the experiences gained by the employee in the concern. The following table depicts the monthly income of the employee in the concern.

TABLE.NO: 1.6

MONTHLY INCOME 

	INCOME
	NO. OF WORKERS
	PERCENTAGE

	Less than Rs.5000
	40
	57

	Rs.5001-10000
	27
	39

	Rs.10001-15000
	3
	4

	Greater than Rs.15000
	0
	0

	TOTAL
	110
	100


                     The above table shows that 57% of respondents earning Less than Rs.5000 as monthly income, 39.% of respondents earning an amount of Rs.5000-Rs.10000 as monthly income and 4% of respondents earning an amount of Rs.10001-Rs.15000 as monthly income.
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2.  PERSONAL DIMENSION

2.1 SELF ESTEEM

Self-esteem is the confidence and satisfaction a person has in him/herself. Self-esteem encompasses both beliefs and emotions Behavior may reflect self-esteem, in assertiveness, timorousness, confidence, and caution.

                                  TABLE NO: 2.1
                                                SELF ESTEEM
	S.NO
	AREAS
	NUMBER OF RESPONDENTS

	
	
	SD
	D
	U
	A
	SA
	MSV

	1.
	I like to explore new methods
	0
	0
	3
	35
	32
	4.414

	2.
	I like to put forward new ideas
	0
	0
	0
	33
	37
	4.528

	3.
	I ‘m curious about most things
	0
	0
	8
	35
	27
	4.27

	4.
	People see me as an’ Idea person’

	0
	0
	26
	26
	18
	3.885


MSV = 4.274

From this analysis it is found out that majority of the employees strongly agree that they like to put forward new ideas. Only few employees strongly agree that the people see them as an idea person. Same numbers of employees agree that they curious about most things and they like to explore new methods. On the whole it is understood that employees have a neutral emotional competency to high self-esteem. 
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2.2 SELF–MOTIVATION

Self-motivation is the ability to satisfy a desire, expectation, or goal without being influenced to do so by another person. . Motivation is not a product of external influence it is a natural product of your desire to achieve something and your belief that you are capable to do it. Self-motivation is the key to a paradigm shift or behavior changes amongst individuals. 

                                                     TABLE NO: 2.1
SELF–MOTIVATION

	S.NO
	AREAS
	NUMBER OF RESPONDENTS

	
	
	SD
	D
	U
	A
	SA
	MSV

	1.
	I am able to complete the assigned tasks in time frames.
	0
	0
	3
	40
	27
	4.342

	2.
	I am able to effectively perform tasks that do not appeal to me 
	1
	1
	5
	40
	23
	4.185

	3.
	I am able to practice what I preach
	0
	0
	9
	39
	22
	4.185

	4.
	I am able to focus myself on the job at hard.

	4
	12
	2
	25
	27
	3.84

	5.
	I am able to perform well even with

External stimulus.
	5
	4
	9
	31
	21
	3.84


 




MSV = 4.07
The above table shows that majority of the employees agree to the fact that they are able to complete the assigned tasks in time frames. The employees agree to have a good self-motivation and also able to effectively perform tasks that do not appeal to them. The employees agree that they are able to focus on the job at hard and also able to perform well with the external stimulus. From this it is understood that most of them are emotional competent to tackle the emotional upsets. The human resource can be more successful if there is high degree of self-motivation in the organization.                                                       
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   a=  To complete the assigned tasks in time frames

   b= To perform the tasks effectively

   c= To practice as they preach

   d= To focus the job at hard

   e= To perform well even with external stimulus

2.3 SELF CONTROL
Self control is the exertion of one's own will on their personal self behaviors, actions, thought processes. Much of this comes from the perception of self and the ability to set up boundaries for that self. Self-control can be expanded into several different areas, ranging from respect to willpower. Self-control is therefore centered in the ability of a person to exert their will over the inhibitions of their body or self.                             

TABLE NO: 2.3

                                                      SELF CONTROL

	S.NO
	AREAS
	NUMBER OF RESPONDENTS

	
	
	SD
	D
	U
	A
	SA
	MSV

	1.
	I am able to relax in pressure situations 
	6
	11
	11
	28
	14
	3.47

	2.
	 I can calm down quickly after a  

Boast of anger 
	0
	5
	12
	24
	29
	4.27

	3.
	I communicate my feelings effectively 
	4
	4
	10
	27
	25
	3.92

	4.
	I stay calm when I am the target of other’s anger 
	4
	6
	15
	31
	14
	3.64

	5.
	I can act effectively in under pressure 
	2
	2
	18
	25
	23
	3.928


MSV = 3.845

From the above table it is inferred that the employees strongly agree to the fact that they can calm down quickly after a boast of anger. Most of the employees say that they can communicate their feelings effectively. Only few employees strongly disagree that they can act effectively under pressure. The employees agree to the fact that they are able to relax in pressure situations which is necessary to increase their productivity. It is found out that most of the employees have self-control of emotional maturity where they have self-awareness on themselves.
CHART NO: 2.3
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a =To relax in pressure situations
b= To get calm after a boast of anger

c= To communicate their feelings effectively

d= To stay calm when other’s show anger

e= To act effectively in pressure situations
2.4 EMOTIONAL SELF-KNOWLEDGE

          Knowledge or understanding of one's own nature, abilities, and limitations is very important to handle any situations; Because of personal motives and the architecture of the mind, it may be difficult for people to know themselves. This will helps to understand the abilities to achieve the goals in your life. 
                                                  TABLE NO: 2.4

             EMOTIONAL SELF-KNOWLEDGE

	S.NO
	AREAS
	NUMBER OF RESPONDENTS

	
	
	SD
	D
	U
	A
	SA
	MSV

	1.
	I know when I ‘m thinking negatively 
	8
	12
	16
	23
	11
	3.24

	2.
	I know when I ‘m becoming angry.


	7
	13
	7
	22
	21
	3.528

	3.
	I know when I ‘m interpreting events 
	2
	2
	7
	30
	29
	4.17

	4.
	I know the impact of my behaviors on others 
	4
	12
	11
	26
	17
	3.57


MSV = 3.627
              Emotional self-knowledge is very important to make effective decisions. Majority of the employees agree that they know when they interpreting events. Most of the employees say that they know when they become angry and also they know the impact of their behaviors on others. Majority of the employees agree that they know when they think negatively. From the above table the researcher could understand that the employees have a good emotional self-knowledge on themselves.
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  a = To think negatively

  b= To become angry

  c= To interpret events

  d= To impact on others 
3. RELATIONAL DIMENSION
3.1 EMPATHY

Empathy is commonly defined as one's ability to recognize, perceive and feel directly the emotion of another. Since the states of mind, beliefs, and desires of others are intertwined with their emotions, one with empathy for another may often be able to more effectively define another's mode of thought and mood.

TABLE NO: 3.1
EMPATHY
	S.NO
	AREAS
	NUMBER OF RESPONDENTS

	
	
	SD
	D
	U
	A
	SA
	MSV

	1.
	 I make others feel good.                                        
	0
	0
	3
	32
	35
	4.457

	2.
	I build trust in my fellow employees
	0
	0
	6
	27
	37
	4.44

	3.
	I build support teams 
	0
	0
	5
	31
	34
	4.414

	4.
	I exhibit effective interpersonal communication    skill
	0
	3
	3
	32
	32
	4.328

	5.
	I show interest in other people’s needs 
	0
	0
	9
	30
	31
	4.31


MSV = 4.389

From the above table it is inferred that majority of the employees agree that they make others feel good. Most of the employees strongly agree that they build trust in their fellow employees. Almost all of them agree that they build support teams. Majority of the employees agree that they exhibit effective interpersonal communication skill and also they show interest on other people’s needs.  This statistics shows that the employees have a good empathy attribute of emotional sensitivity to improve the interpersonal relations and communications of their emotion to others properly.
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a = To make others feeling good

b= To build trust in their fellow employees

c= To build support teams

d= To exhibit effective interpersonal communication skills

e= To show interest on other people needs

3.2 EMOTIONAL EXPRESSION
 Emotional expression can be defined as “observable verbal and nonverbal behaviors that communicate and symbolize emotional experience.  Expression can occur with or without self-awareness.  It is at least somewhat controllable, and it can involve varying degrees of deliberate intent.

TABLE NO: 3.2
                                     EMOTIONAL EXPRESSION

	S.NO
	AREAS
	NUMBER OF RESPONDENTS

	
	
	SD
	D
	U
	A
	SA
	MSV

	1.
	I believe in positive feedback and recognition 
	0
	6
	6
	33
	25
	4.1

	2.
	I am interested in coaching, training and developing others 
	0
	5
	8
	27
	30
	4.17

	3.
	I am good at motivating others
	0
	5
	5
	28
	32
	4.24

	4.
	I am comfortable in asking for help when    I need it
	0
	5
	16
	23
	26
	4.0

	5.
	I ‘m easily disappointed.                                        
	13
	17
	22
	16
	2
	2.67


MSV = 3.836

The above table shows that the employees are very good at motivating others. Most of the employees agree that they believe in positive feedback and recognition and only few members are easily disappointed when they cannot get what they wanted. It also gives an idea that only few members are not comfortable in asking for help when they needed. Thus it shows that their emotional sensitivity is average and more than average in understanding the threshold of emotional arousal.
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a =  To believe in positive feedback and recognition

b= To be am interested in coaching, training and developing others

c= To be good at motivating others
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e= To get disappointed easily
3.3 CONFLICT RESOLUTION  
Conflict resolution is the process of attempting to resolve a dispute or a conflict. Successful conflict resolution occurs by listening to and providing opportunities to meet the needs of all parties, and to adequately address interests so that each party is satisfied with the outcome.
TABLE NO: 3.3 

CONFLICT RESOLUTION

	S.NO
	AREAS
	NUMBER OF RESPONDENTS

	
	
	SD
	D
	U
	A
	SA
	MSV

	1.
	I can easily resolve conflicts at work                     
	0
	0
	13
	30
	27
	4.2

	2.
	I recognize those who need support in the team   
	0
	0
	9
	36
	25
	4.22

	3.
	I can effectively deal with a lack

 of   co-operation from others               
	2
	2
	3
	38
	25
	4.05

	4.
	I can analyze problems and ascertain their real causes. 
	0
	0
	7
	34
	29
	4.31

	5.
	I can resolve differences between others. 
	0
	2
	11
	29
	28
	4.185



     MSV = 4.193

                          MSV=4.19

From this table it is very clear that the employees can analyze problems and ascertain their real causes. Employees can easily resolve conflicts at work and also can also                  recognize those who need support in the team. Employees are satisfied to an extent with resolving differences between others. Most of the employees agree that they can deal with a lack o f co-operation from others. From this table it is clear that the employees are emotionally competent where they can manage responses to emotional stimuli.
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3.4 ASSERTIVENESS

Assertive style of behavior is to interact with people while standing up for their rights. Being assertive is to one's benefit most of the time but it does not mean that one always gets what he/she wants. The result of being assertive is that employees feel good about them self and other employees know how to deal with each other and there is nothing vague about dealing with them.

TABLE NO: 3.4

ASSERTIVENESS

	S.NO
	AREAS
	NUMBER OF RESPONDENTS

	
	
	SD
	D
	U
	A
	SA
	MSV

	1.
	I believe in seeking more challenges and  responsibility             
	0
	0
	0
	29
	41
	4.585

	2.
	I can manage time effectively
	0
	0
	4
	33
	33
	4.41

	3.
	I can spot potential in others
	0
	0
	8
	37
	25
	4.24

	4.
	I am adapt at confronting and solving problems in the organization 
	0
	2
	11
	31
	26
	4.157


MSV = 4.348

       Most of the employees agree that they can manage situation and can solve problems in the organization effectively. They also agree that they seek more challenges and responsibility. It also shows that employees neither agreed nor disagree in spotting potential in others. From this it is understood that employees are emotionally competent and are able to tackle their emotions comfortably. 
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FINDINGS
Findings are the result of the data analyzed for the purpose of the study tilted “Emotional Intelligence” at Jagannath Textile Company Limited. The factors are classified into two dimensions, which are Personal And Relational that comes under Emotional Competency, Emotional Maturity And Emotional Sensitivity.

PERSONAL VARIABLES

· 14% of the respondents are in the electrical department.

· 29% of the respondents are female.

· 7% of the respondents are Master degree holders.

 DIMENSIONS

PERSONAL DIMENSION

	AREAS
	MSV
	INTERPRETATION

	Emotional self-knowledge  


	4.274
	It is found that employees agree that they have high self-awareness, which shows their emotional maturity to handle various situations.



	Self Control


	4.07
	Many of the employees have moderately high self-control which is a sign of their adaptability and flexibility to respond to the situations

	Self-motivation


	3.845
	It is found that employees agree that they have self-motivation to be emotionally competent

	Self Esteem


	3.607
	The employees agree that they are emotionally competent with high self-esteem that gives realistic confidence to perceive challenges as learning opportunities.


RELATIONAL DIMENSION

	AREAS
	MSV
	INTERPRETATION

	Empathy  


	4.389
	Most of the employees agree that they have the emotional sensitivity to understand how other people feel.



	Emotional expression


	3.836
	Many of the employees agree that they have the emotional sensitivity of expressing their emotions, which helps for the better communication.

	Conflict resolution


	4.193
	Many of the employees agree that they have a high emotional competency to be creative and practical towards emotional prompts elicited from the inner self and the immediate environment It helps them to respond tactfully to emotional stimuli.

	Assertiveness


	4.348
	It is found that employees are highly assertive. It shows that they are highly emotionally competent


SUGGESTIONS

After analyzing the various factors relating to Emotional Intelligence is classified into three psychological concepts such as emotional maturity, emotional competency and emotional sensitivity. Keeping this view in mind the following suggestions are made so that all the employees of the organization feel satisfied without exception.
EMOTIONAL COMPETENCE

  SELF ESTEEM

· Learn to love others and volunteer to help and assist them in whatever small way can be done. The satisfaction derived from helping others can greatly boost the self-esteem and feeling of self worth.
· Learn to be realistic about abilities. Both over estimation and under estimation can harm self-esteem. Appreciate what you have and learn to use these assets instead of brooding over what you do not have or what you cannot perform.
   ASSERTIVENESS

· Expresses their views clearly and articulately without being aggressive
· Stands up for their own and other people's rights in a reasonable and clear way.
· Allows other people a reasonable opportunity to express their opinions without allowing them to dominate a conversation
· By expressing positive & negative  emotions
CONFLICT RESOLUTION

· By coming together voluntarily to work cooperatively on the issues. 
· Under the guidance of a trained facilitator
· Accept differences
· Recognize mutual interests
· Improve listening skills
· Recognize/admit to/process anger and other emotions
SELF-MOTIVATION
· Make a list of things you would like to improve on and how you are going to do it.
· Start an exercise program force to do it will make much more positive.
· Review all the successes you have enjoyed in every area of your life, totally
· Forget any negatives, just positive successes. 

· Blaming others for your lack of motivation and inability to persevere in reaching goals is a waste of time. Get in the habit of not letting other people's words and actions have an impact on your motivation. This can helps to take responsibility.
· There is a time to think and plan but then there is time for action. Nothing will happen until you take some action. Don't allow yourself to be paralyzed by fear and indecision. Steps of action will lead to more and more motivation.
· Comparing yourself with others will inhibit your own personal growth and motivation. Focus on being the very best that you can be and allow others to do the same.
·  Negativity can kill out excitement and keep us from living a motivated life. Skillfully eliminating this negativity can be a great boost to our motivation
· Failing to plan is planning to fail. By follow a well-devised plan you will stay motivated.
·  Take time to celebrate by including those who helped you reach your goal. This will keep your motivation fresh and keep you moving forward.
EMOTIONAL MATURITY

SELF-CONTROL

· Able to calm themselves down when experiencing strong emotions.
· Resists the urge to react impulsively.
· Capable of staying focused and thinking clearly under pressure
· Retains composure even in difficult situations.
           EMOTIONAL SELF-KNOWLEDGE

· Recognizes the link between their feelings, thoughts, and behaviors.
· Possesses awareness of their own strengths and weaknesses.
· Open to feedback from others.
· Seeks opportunities for self-development
· Learns from their own experiences and those of others
EMOTIONAL SENSITIVITY

        EMPATHY

· Be a Supportive Empathy Listener
· Help the Speaker to Clarify Thoughts, Feelings, and Ideas
· Anticipate the other person’s emotional state.
· Tune in to the other person’s behavior.
    EMOTIONAL EXPRESSION

· By improving self-concept
· Learning positive coping strategies
· Developing self-control
· Learn to predict consequences of behavior
· Enhance self-esteem
· By Reducing anxiety
· Decrease disruptive behaviors
· Provide link to reality
· Improve nonverbal communication and cooperation
· Facilitate verbal expression and interaction
· Increase on-task and acceptable social behaviors
· Provide link to reality
· By Improving nonverbal communication and cooperation
CONCLUSION

 “Emotional Intelligence” plays an important part in every aspect of people’s lives. In everyday life, having a high EQ will help us develop stable and trusting relationships, understand others better, and interpret actions of others more clearly. In today’s corporate world, the issue of emotional intelligence is widely emphasized. The project was done at Jagannath Textile Company Limited to learn the level of emotional intelligence of the employees. 

The research instrument used was a questionnaire for data collection process and the design is descriptive in nature. The factors that influence Emotional Intelligence are consolidated into eight parameters namely Self Esteem, Self-motivation, Self Control, Emotional self-knowledge, Empathy, Emotional expression, Conflict resolution, Assertiveness.

The analysis using percentage, mean score value method enumerates the various factors that were taken into consideration with the use of a questionnaire.


The major findings of the study state that the employees are highly satisfied in Jagannath textiles.

The study suggests its effects on employee productivity with the emotional level of Self Esteem, Self-motivation, Self Control, Emotional self-knowledge, Empathy, Emotional expression, Conflict resolution, Assertiveness and well being in general.

However, emotionally intelligent leader promotes qualities that are instrumental in guiding an organization to success. Emotionally intelligent leaders foster self-regulation, self- awareness, motivation, empathy and social skills and effectively guide employees through the use of these skills. Leaders who display these qualities promote working environments in which employees feel comfortable voicing their opinions; thereby promoting an environment that is successful and stable. Based on the study employees are self aware of emotions and are assertive to understand the feelings of the person with whom they are communicating.
Questionnaire On Emotional Intelligence

           I am Ramya.R, doing MBA, presently pursuing my major project on "Emotional Intelligence among middle level Employees" at Jagannath Textile Company Limited, Coimbatore. I would be highly obliged if you could answer the following questions which in turn would help me to complete the project successfully.                                                                  

PERSONAL DETAILS

1. Name:                           

2. Age                          :     20-29yrs           30-39yrs
     40-49yrs 
   50 & above


3. Sex                           :     male    
 female
4. Qualification           :     Diploma 
        Degree  
     Masters  

                                            ITI  
        others

5. Department            :      production      electrical 
     maintenance  

                                            Finance           hrd                   others

6. Years of Service     :     0- 5 yrs            6-10 yrs         11-15 yrs 

                                             16-20 yrs          21 yrs & above

7.  Monthly income   :       <Rs.5000         Rs.5001-Rs.10000 
     

                                            Rs.10001-Rs.150000         >Rs.15000                   

             In this you are asked to rate yourself on a number of phrases or statements. After reading each statements mark your answer according to the following rules.


     Mark square   
     if you strongly disagree with the statement.


        Mark square   
   if you disagree with the statement.

                Mark square                 if you are unsure with the statement.

              Mark square   
     if you agree with the statement.

     Mark square   
    if you strongly agree with the statement.


PERSONAL DIMENSION:                                                  

Self Esteem

1. I like to explore new methods

                  1           2           3            4         5

2. I like to put forward new ideas


      1            2           3             4        5

3. I ‘m curious about most things.                                     1          2
          3            4        5

4. People see me as an’ Ideas person’


       1           2            3            4        5

                                                          Self-motivation 

1. I am able to complete the assigned tasks in
   1        2          3          4          5
                                                    

    time frames.



2. I am able to effectively perform tasks that                1         2          3          4           5     

    do not appeal to me.                                                                    
    

3. I am able to practice what I preach.                           1         2          3           4         5

4. I am able to focus myself on the job at hard.
   1         2          3           4          5

5. I am able to perform well even with                          1          2          3           4         5


    external stimulus
     

                                                         Self Control

1. I am able to relax in pressure situations                    1          2          3           4          5

2. I can calm down quickly after a                                 1          2         3           4          5                           

     Boast of anger.                                                                                 
3.  I Communicate my feelings effectively                    1        2         3           4                5  

4. I stay calm when I am the target of other’s anger         1        2            3           4          5

	5. I can act effectively even under pressure                         1        2         3
          4         5


Emotional self-knowledge

  1.  I know when I ‘m thinking negatively            1             2           3            4            5

  2. I know when I ‘m becoming angry
1
2
    3            4            5
3. I know when I ‘m interpreting events               1             2           3            4             5

4. I know the impact of my behaviors on others     1           2           3            4             5

RELATIONAL DIMENSION:
                                                          Empathy  

1. I make others feel good.                                        1               2           3            4         5 

2. I build trust in my fellow employees.                   1               2           3            4         5

3. I build support teams                                             1               2           3            4            5

4. I exhibit effective interpersonal communication    1               2           3            4           5

    Skill

5. I show interest in other people’s needs                 1              2            3           4          5


                                   Emotional expression 

1. I believe in positive feedback and recognition        1            2            3           4         5 

2. I am interested in coaching, training and                1            2            3           4         5

     developing others              

3. I am good at motivating others.                              1           2             3           4         5

4. I am comfortable in asking for help when              1
2             3          4          5

    I need it

5. I ‘m easily disappointed.                                        1             2             3           4          5        

Conflict resolution:

1. I can easily resolve conflicts at work                     1              2             3            4          5 

2. I recognize those who need support in the team   1              2             3            4          5   

3. I can effectively deal with a lack of                      1              2             3            4          5

    Co-operation from others.

4. I can analyse problems and ascertain                    1             2              3            4         5

    their real causes. 

5. I can resolve differences between others               1             2              3            4          5

                                                          Assertiveness

1. I believe in seeking more challenges and               1          2           3          4           5   


    responsibility.  


2. I can manage time effectively.                                1          2           3          4           5

3.  I can spot potential in others.                                 1          2           3          4           5

4. I am adapt at confronting and solving problems     1          2           3          4            5

     in the organization                

                   THANK YOU FOR YOUR TIME AND COOPERATION
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Bosses and leaders, in particular, need high EQ because they represent the organization to the public, they interact with the highest number of people within and outside the organization and they set the tone for employee morale, says Goleman














 She racked up a list of   accomplishments





Upon graduating from college, 


Debra believed that if she worked hard, she would achieve her career success goals





However, just two years into her career she was fired.
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