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Introduction:
The term emotion has been derived from the Latin ‘emover’, which may be translated to move, to excite or to agitate. Today, the term emotion is used as an umbrella to any subjective experience. The term is used to express love, hate, attraction, aggression, or any other such powerful feeling. Most of the affairs of everyday life are tinged with feeling and emotion. Sorrow and joy, disappointment and love, dismay and hope – are the feelings we experience in the course of day or week. Without such feelings our life would be quite plain and dull. Emotional Intelligence (EI) is considered to be the most important determinant of success in professional and personal life among human beings.
Emotional intelligence is increasingly relevant to organizational development and developing people, because it provides a new way to understand and assess people’s behaviors, management styles, attitudes, interpersonal skill. Emotional Intelligence is an important consideration in human resources planning, job profiling, recruitment interviewing and selection, management development, and more.Emotional Intelligence (EI) includes components like self awareness, ability to manage moods, motivation, empathy and social skills such as cooperation and leadership (Goleman, 1988)[endnoteRef:2] [2:  http://hbr.org/2004/01/what-makes-a-leader/ar/1] 

Definitions of emotional intelligence:
Emotional Intelligence (EI) means “managing feeling, they are expressed appropriately and effectively, enabling people to work together smoothly toward their common goals’. (Daniel Goleman, 1998)[endnoteRef:3] Emotional Intelligence as “a form of social intelligence that involves the ability to monitor one’s own and others’ feelings and emotions, to discriminate among them, and to use this information to guide one’s thinking and action” (Salovey & Mayer,1990).[endnoteRef:4] [3:  Ibid pg. 1.]  [4: http://www.unh.edu/emotional_intelligence/EI%20Assets/Reprints...EI%20Proper/EI1990%20Emotional%20Intelligence.pdf] 

“A collection of individuals who are interdependent in their tasks, who share responsibility for outcomes, who see themselves and who are seen by others as intact social entity embedded in one or more larger social systems and who manage their relationships across organizational boundaries” (Cohen & Bailey, 1997)[endnoteRef:5] Emotional intelligence as 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” (Goleman, 1998)[endnoteRef:6] [5:  http://www-leland.stanford.edu/group/wto/cgi-bin/docs/Cohen_Bailey_97.pdf]  [6:  Ibid pg.1] 

Importance of emotional intelligence:
· Emotional intelligence has the potential to be a strong predictor of performance. Emotional Intelligence with performance can provide organizations with a valid alternative for selecting and assessing employees.
· Emotional Intelligence has been cited as a crucial contributor to organizational success and many organizational behaviorists have respondents to the growing significance of Emotional Intelligence.
· Emotional intelligence is a set competency, which direct and control one's feelings towards work and performance at work. The set of competencies is the ability of the individual being to control and manage his or her moods and impulses, which contribute to best of situational outcomes. Understanding one's own moods and impulses of others or any situation helps one to respond and behave accordance with expectations. 
· In a work situation workers effective use of skill and knowledge in time depends on the effective regulation of emotions at work and his readiness to contribute to best in their target accomplishment. Knowing one's emotions and feelings as they occur, and tuning one's self to the charged situation, requires the emotional competency, emotional maturity and emotional sensitivity that determine the success of adaptability and adjustment with the change scenario. 
· [image: G:\E.I\Emotional-Intelligence[1].gif]In a work situation, since it involves group of people with different ideas, suggestions, and opinions, effective conglomeration of all these determine the best outcome.  Here the emotional intelligence plays a significant role at work.


Elements of emotional intelligence:
The main seven elements of emotional intelligence:
Self awareness: The awareness of one’s own feelings and the ability to recognize and manage these feelings in a way which one feels that one can control. This factor includes a degree of self belief in one’s ability to manage one’s emotions and to control their impact in a work environment.
Emotional resilience: The ability to perform consistently in a range of situations under pressure to adapt behavior appropriately. The ability to balance the needs of the situation and task with the needs and concerns of the individuals involved. The ability to retain focus on a course of action or need for results in the face of personal challenge or criticism.
Motivation: The drive and energy to achieve clear results and make an impact and also, to balance short term goal and long term goals with an ability to pursue demanding goals in the face of rejection or questioning.
[image: G:\E.I\ML%20EQhead[1].gif]Interpersonal sensitivity: The ability to be aware of, and take account of the needs and perceptions of others in arriving at decisions and proposing solutions to problems and challenges. The ability to build from this awareness and achieve the commitment of others to decisions and action ideas. The willingness to keep open one’s thoughts on possible solutions to problems and actively listen to, and reflect on, the reactions and inputs from others.
Influence: The ability to persuade other to change a viewpoint based on the understanding of their position and the recognition of the need to listen to this perspective and provide a rational for change.
Intuitiveness: The ability to arrive at clear decisions and drive their implementation when presented with incomplete or ambiguous information using both rational and ‘emotional’ or intuitive perceptions of key issues and implications.
Conscientiousness: The ability to display clear commitment to a course of action in the face of challenge and to match ‘words and deeds’ in encouraging others to support the chosen direction. The personal commitment to pursuing an ethical solution to a difficult business issue or problem.
This article reviews the literature on the subject of “emotional intelligence” (EQ) and attempts to pin-down and define this nebulous construct, using competency-based and personality factor scales. In an exploratory study, the reliability and construct and predictive validity of three scales were investigated. An EQ scale based on 16 relevant competencies showed highly promising reliability and validity. The results also showed the relevance of two other competency-based scales – intellectual intelligence (IQ) and managerial intelligence (MQ) – which both predicted organizational advancement. Taken together, however, the three scales had even higher validity. The overall results supported the view that EQ constructs can be measured more effectively by “performance analysis” than “classic paper and pencil tests”. In addition they provide support for the proposition that the combination of EQ and IQ is a more powerful predictor of “success” than either measure alone.[endnoteRef:7] [7: file:///G:/Emerald%20%20%20Journal%20of%20Managerial%20Psychology%20%20%20Emotional%20intelligence%20–%20A%20review%20and%20evaluation%20stud] 

There has been much confusion and controversy concerning the concept of emotional intelligence (EI). Three issues have been particularly bothersome. The first concerns the many conflicting definitions and models of EI. To address this issue, I propose that we distinguish between definitions and models and then adopt a single definition on which the major theorists already seem to agree. I further propose that we more clearly distinguish between EI and the related concept of emotional and social competence (ESC). The second issue that has generated concern is the question of how valid existing measures are. After reviewing the research on the psychometric properties of several popular tests, I conclude that although there is some support for many of them, they all have inherent limitations. We need to rely more on alternative measurement strategies that have been available for some time and also develop new measures that are more sensitive to context. The third area of contention concerns the significance of EI for outcomes such as job performance or leadership effectiveness. Recent research, not available to earlier critics, suggests that EI is positively associated with performance. However, certain ESCs are likely to be stronger predictors of performance than EI in many situations. Also, EI is likely to be more important in certain kinds of situations, such as those involving social interaction or significant levels of stress. Context makes a difference.[endnoteRef:8] [8: file:///H:/Emotional%20Intelligence%20%20Toward%20Clarification%20of%20a%20Concept%20-%20CHERNISS%20-%202010%20 20Industrial%20and%20Organizational%20Psychology%20-%20Wiley%20Online%20Library.htm date15th June 2010] 

This paper critically reviews conceptualizations and empirical evidence in support of emotional intelligence (EI) and its claimed role in the occupational environment. Consideration is given to the purported status of EI in occupational and career assessment (with particular emphasis on personnel selection and placement), job performance, and satisfaction. Overall, this review demonstrates that recent research has made important strides towards understanding the usefulness of EI in the workplace. However, the ratio of hyperbole to hard evidence is high, with over-reliance in the literature on expert opinion, anecdote, case studies, and unpublished proprietary surveys. The review concludes by providing a number of practical guidelines for the development and implementation of EI measures within occupational settings.[endnoteRef:9] [9:  Zeidner, M., Matthews, G. and Roberts, R. D. (2004), Emotional Intelligence in the Workplace: file:///H:/Emotional%20Intelligence%20in%20the%20Workplace%20%20A%20Critical%20Review%20-%20Zeidner%20-%202004%20-%20Applied%20Psychology%20-%20Wiley%20Online%20Library.htm)] 

Emotional competence is a learned capability that results in outstanding performance at work (Singh, 2003).[endnoteRef:10] According to Singh, our emotional intelligence is what determines our potential to learn practical skills. Our emotional competence shows how much of this potential is translated into on the job capabilities, emotional competencies are clustered into groups, each based on common underlying emotional intelligence ability. These underlying emotional intelligence abilities are vital if people are to successfully learn the competencies necessary to succeed at the work place. [10:  http://web.media.mit.edu/~push/ExaminingSOM.html] 

Sternberg (2009)[endnoteRef:11] has proposed a different conception of intelligence, which he calls successful intelligence. Successful intelligence involves three distinct types of mental abilities: analytic, creative and practical. Analytic intelligence refers to the mental processes used in learning how to solve problems, such as picking a problem-solving strategy and applying it. Creative intelligence is the ability to deal with the novel situations by drawing on existing skills and knowledge. The intelligent person effectively draws on past experiences to cope with new situations, which often involves finding an unusual way to relate old information to new. Practical intelligence involves the ability to adapt to the environment and often reflects what is commonly called street smarts.  [11:  http://www.esthersternberg.com/healingspaces.htm] 

Sternberg (2009) notes that what is required to adapt successfully in one particular situation or culture may be very different in another situation or culture.
Tans (2003) found a positive relationship between emotional intelligence and other criteria such as job satisfaction and contextual performance. But, emotional intelligence can work with other variables like gender, personality and personal value to predict job satisfaction and performance.
Gardner.L from Swinburne University, Australia, points out in his work “Examining empirical relationships between leadership styles and emotional intelligence”, that emotional intelligence correlated highly with all components of transformational leadership, with the components of Understanding of Emotions (external) and Emotional Management from the SUEIT the best predictors of this type of leadership style. 
Another study by Stough .C titled “the current status of i/o psychology applications of emotional intelligence” It shows the relationship between emotional intelligence and job performance and various emotional intelligence training programs designed to increase individual’s emotional abilities. 
Thus, Emotional intelligence is becoming an increasingly popular construct in organizational Psychology and has been proposed to be useful in selection, training, development and coaching of employees.
Objective of the study:
To study the emotional intelligence level in the work place of the employees in the company.
· To explore the relationship between emotional intelligence and workplace performance among the employees.
· To understand the self awareness of the employees in the organization.
· To study the how to motivate the employees and improve the productivity.
· To understand the emotional resilience, Inter-Personal sensitivity, Influence of the goal.
· To study how to maintain the balance task and relationship.
hypothesis
In a survey of 25 respondents it was found that in every valid answer 5 Expected respondents give different answers. 
H0: There is no significant difference between observed and expected frequency of reorganization of emotions with relation to work performance.
 H1: There is significant difference between observed and expected frequency of reorganization of emotions with relation to work performance.
Test statistics: 
	Valid answers
	Observed (Emotional Intelligence)
	Expected (Emotional Intelligence)
	O-E
	(O-E)2 /E

	Not at all
	2
	5
	-3
	1.8

	To a little extent
	2
	5
	-3
	1.8

	To some extent
	7
	5
	2
	0.8

	To great extent
	11
	5
	6
	7.2

	To very great extent
	3
	5
	-2
	0.8

	Total
	χ2=12.4


   
level of significance :
At 5%, critical value of χ2∞ is as follow
d.f.= n-1
= 5-1
= 4
χ2∞ (4, 0.05) = 9.488
      χ2> χ2∞
  So that Ho is rejected. And so, H1  is accepted. 
It is concluding that there is significant difference between observed and expected frequency. It means we can conclude that the performance of employees highly affected by emotions of them. Employees get effect from reorganization of their emotions which may be adversely or favorably affected to the company’s objectives and goals also.
The data that is collected first hand by someone specifically for the purpose of facilitating the study is known as primary data. So in this research the primary data is collected from the officials and employees of Panchnath Auto Pvt. Ltd. close ended questionnaire and interview with sample size of 25 middle level management staff. And secondary data from published management journals, magazines, previous studies etc.. Such data are original in character and are generated in large number of surveys Conducted mostly by government and also by some individuals, institution and research bodies.
A) Self Awareness:
a) Do you able to recognize your emotions?
	 
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	                  Not at all
	2
	8.0
	8.0
	8.0

	 
	                  To a little extent
	2
	8.0
	8.0
	16.0

	 
	                  To some extent
	7
	28.0
	28.0
	44.0

	 
	                  To a great extent
	11
	44.0
	44.0
	88.0

	 
	                  To very great extent
	3
	12.0
	12.0
	100.0

	 
	Total
	25
	100.0
	100.0
	




[Chart – (a)- Do you able to recognize your emotion?]

From the above chart it is interpreted that 44% employees agree to a great extent with the statement that they are able to recognize their emotions. So, we can say that it is up to some extent favorable situation for the company.	
b) Do you lose control when you are angry?
	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Not at all
	1
	4.0
	4.0
	4.0

	 
	To  a little extent
	2
	8.0
	8.0
	12.0

	 
	To some extent
	9
	36.0
	36.0
	48.0

	 
	To a great extent
	9
	36.0
	36.0
	84.0

	 
	To a very great extent
	4
	16.0
	16.0
	100.0

	 
	Total
	25
	100.0
	100.0
	




[Chart – (b) - Do you lose control when you are angry?]

	From the chart it is interpreted that 36% employees agree to a great extent and 36% employees agree to some extent with the statement of they do not lose control when they are angry.
 [B]Emotional Resilience:
a) Do you act decisively when faced with a tough decision including staff issues?
	 
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	To a little extent
	6
	24.0
	24.0
	24.0

	 
	To some extent
	13
	52.0
	52.0
	76.0

	 
	To a great extent
	5
	20.0
	20.0
	96.0

	 
	To a very great extent
	1
	4.0
	4.0
	100.0

	 
	Total
	25
	100.0
	100.0
	


[Table – (a)- Do you act decisively when faced with a tough decision including staff issues?]


[Chart – (a) – Do you act decisively when faced with a tough decision including staff issues?]

It is interpreted that 52% employees agree to some extent with the statement that they act decisively at the time of tough decision including staff issues.
b) Do you able to perform consistently when under pressure?
	 
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Not at all
	2
	8.0
	8.0
	8.0

	 
	To a little extent
	1
	4.0
	4.0
	12.0

	 
	To some extent
	10
	40.0
	40.0
	52.0

	 
	To a great extent
	9
	36.0
	36.0
	88.0

	 
	To a very great extent
	3
	12.0
	12.0
	100.0

	 
	Total
	25
	100.0
	100.0
	




[Chart – (b) – Do you able to perform consistently when under pressure?]
In the above chart 40% employees agree to some extent and 36% employees agree to a great extent that they are able to perform consistently under pressure. 
 [C] Motivation
a)  Do you have sufficient levels of energy to ensure the completion of task and projects?
	 
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Not at all
	2
	8.0
	8.0
	8.0

	 
	To some extent
	8
	32.0
	32.0
	40.0

	 
	To a great extent
	11
	44.0
	44.0
	84.0

	 
	To a very great extent
	4
	16.0
	16.0
	100.0

	 
	Total
	25
	100.0
	100.0
	




[Table – (a) – Do you have sufficient levels of energy to ensure the completion of task and projects?]

It is interpreted that 44% employees have sufficient levels of energy to ensure the completion of task.
b) Do you have a positive outlook on life?
	 
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	To a little extent
	1
	4.0
	4.0
	4.0

	 
	To some extent
	8
	32.0
	32.0
	36.0

	 
	To a great extent
	8
	32.0
	32.0
	68.0

	 
	To a very great extent
	8
	32.0
	32.0
	100.0

	 
	Total
	25
	100.0
	100.0
	




[Table – (b) – Do you have a positive outlook on life?]
There are 32% employees agree to some extent, 32% employees agree to a great extent, and 32% employees agree to a very great extent that they have positive outlook on life.
[D] Inter Personal Sensitivity
a)  Before making a decision do you listen to the views of others?
	 
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	To a little extent
	1
	4.0
	4.0
	4.0

	 
	To some extent
	8
	32.0
	32.0
	36.0

	 
	To a great extent
	10
	40.0
	40.0
	76.0

	 
	To a very great extent
	6
	24.0
	24.0
	100.0

	 
	Total
	25
	100.0
	100.0
	






[Table – (a) - Before making a decision Do you listen to the views of others?]

From above it is come to know that 40% employees agree to a great extent that they listen views of others before making a decision.
b) Do you aware when others are upset?
	 
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	To some extent
	6
	24.0
	24.0
	24.0

	 
	To a great extent
	12
	48.0
	48.0
	72.0

	 
	To a very great extent
	7
	28.0
	28.0
	100.0

	 
	Total
	25
	100.0
	100.0
	




[Table – (b) – Do you aware when others are upset?]
It is interpreted that 48% employees agree to a great extent that they are not aware when others are upset.
[E] Influence
a) Do you listen to the perspective of others before trying to persuade them?
	 
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Not at all
	3
	12.0
	12.0
	12.0

	 
	To a little extent
	2
	8.0
	8.0
	20.0

	 
	To some extent
	7
	28.0
	28.0
	48.0

	 
	To a great extent
	12
	48.0
	48.0
	96.0

	 
	To a very great extent
	1
	4.0
	4.0
	100.0

	 
	Total
	25
	100.0
	100.0
	




[Table – (a) – Do you listen to the perspective of others before trying to persuade them?]

It is interpreted that 48% employees agree to a great extent that they listen to the perspectives of others before trying to persuade them.
b) Do you provide a rationale for change when trying to persuade others?
	 
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Not at all
	2
	8.0
	8.0
	8.0

	 
	To a little extent
	2
	8.0
	8.0
	16.0

	 
	To some extent
	8
	32.0
	32.0
	48.0

	 
	To a great extent
	11
	44.0
	44.0
	92.0

	 
	To a very great extent
	2
	8.0
	8.0
	100.0

	 
	Total
	25
	100.0
	100.0
	




[Table – (b) – Do you provide a rationale for change when trying to persuade others?]

It is interpreted that 44% employees agree to a great extent that they provide a rationale for change when trying to persuade others.
[F] Intuitiveness
a)  Do you make decision quickly when necessary?
	 
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Not at all
	1
	4.0
	4.0
	4.0

	 
	To a little extent
	2
	8.0
	8.0
	12.0

	 
	To some extent
	9
	36.0
	36.0
	48.0

	 
	To a great extent
	9
	36.0
	36.0
	84.0

	 
	To a very great extent
	4
	16.0
	16.0
	100.0

	 
	Total
	25
	100.0
	100.0
	




[Table – (a) – Do you make decision quickly when necessary?]

It is interpreted that 36% employees agree to a great extent & 36% employees agree to some extent that they make quickly decisions when necessary.
b) Can you make decision without waiting for all the information?
	 
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Not at all
	2
	8.0
	8.0
	8.0

	 
	To a little extent
	6
	24.0
	24.0
	32.0

	 
	To some extent
	10
	40.0
	40.0
	72.0

	 
	To a great extent
	4
	16.0
	16.0
	88.0

	 
	To a very great extent
	3
	12.0
	12.0
	100.0

	 
	Total
	25
	100.0
	100.0
	




[Table – (b) – an you make decision without waiting for all the information?]

From the above chart it is come to know that 40% employees agree to some extent that they can make decisions without waiting for all the information.
FINDING 
· The researcher found from the above chart that 44% employees agree to a great extent with the statement that they are able to recognize their emotions.
· The researcher found From the chart that 36% employees agree to a great extent and 36% employees agree to some extent with the statement of they do not lose control when they are angry.
· The researcher found that 52% employees agree to some extent with the statement that they act decisively at the time of tough decision including staff issues.
· The researcher found from above chart that 40% employees agree to some extent and 36% employees agree to a great extent that they are able to perform consistently under pressure. 
· The researcher found that 44% employees have sufficient levels of energy to ensure the completion of task.
· The researcher found that there are 32% employees agree to some extent, 32% employees agree to a great extent, and 32% employees agree to a very great extent that they have positive outlook on life.
RECOMMENDATIONS
· There should a meditation programs for employees in an organization.
· A participative decision making environment in an organization enable to feel autonomy in the job role of employees. 
· Emotional intelligence has been found to be a predictor of work performance. Organizations should imply EI measure and performance appraisal instrument to measure employees’ performance. 
CONCLUSION
This study has given an opportunity imply our theoretical knowledge into practical exposure,  a chance to evaluate and develop skills and knowledge. Emotional intelligence is so critical for the success of a learning organization; these attributes should become the global goals of every curriculum and training plan. Cognitive skills can be taught through lectures, but emotional skills need personal involvement where the learner experiences the emotional context. Through personal interviews and discussions, it was realized that well orchestrated role-plays, simulations, and use of metaphors, games, and cognitive exercises are more appropriate than lectures when dealing with emotional learning. Role plays, simulations, and group projects should be developed so that it will help build self-control and encourage non-judgmental behavior. There is a great impact of emotional intelligence on work performance of employees as well as employees. 
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