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ROLE OF EMOTIONAL INTELLIGENCE ON
ORGANIZATIONAL EFFECTIVENESS: A
STUDY AMONG SCIENTIFIC PERSONNEL IN
THE NATIONAL AGRICULTURAL RESEARCH
AND EDUCATION SYSTEM (NARES) IN INDIA

Ramesh Pedaprolu*, Rao R. V. S.**

Abstract Emotional intelligence (EI) is known to contribute for the success of individual or group, and plays an important role
in organizational effectiveness through positive behavior. The purpose of the study was to find out the relationship between EI and
different components of organization effectiveness viz., teamwork effectiveness, conflict-handling modes and leadership competencies
of the scientific personnel in National Agricultural Research and Education System (NARES) in India. The data was collected from 234
respondents by administering EI Test (EIT), Teamwork Skill Questionnaire, Thomas-Kilmann Conflict Mode Instrument (TKI Test) and
Leadership Effectiveness Profile. The results indicated that 93.2% of the participants recorded an average level of EI; whereas, only 6.8%
have a high level of EI. Majority of participants (78.6%) recorded lower levels of teamwork effectiveness as against 19.2 and 2.2% having
average and high levels of team work effectiveness, respectively. Among the conflict-handling modes, avoiding (37.2%), compromising
(20.5%) and accommodating (20.1%) are the dominant modes employed by the participants. Among the leadership competencies, people
enablement, directional clarity, driving persistence and change orchestration are the dominant reported competencies. El is significantly and
positively correlated with teamwork effectiveness and all the attributes of leadership effectiveness. Among the domains of EI, self-awareness,
motivating oneself and handling relationships are significantly related to the teamwork effectiveness and leadership competencies. The
findings of the study revealed the importance of EI in contributing the overall success of the organization through building up the teamwork
effectiveness and contributing to the leadership competencies. The implication of the study includes the role of EI as important criteria in
selection and recruitment and a competency to be trained in employee s in-service capacity building programs in order to improve the overall
organizational effectiveness.
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INTRODUCTION

National Agricultural Research and Education System
(NARES) in India comprises a network of 100 Research
Institutions working directly under Indian Council of
Agricultural Research (ICAR), 73 Agricultural Universities
and 716 Krishi Vigyan Kendras (KVKs). There are
about 42,000 professionally trained scientific personnel
employed in the NARES to look after research, education
and extension activities. These scientific personnel were
specialized in about 90 different disciplines of agricultural
sciences covering horticulture, animal sciences, fisheries,
engineering and social sciences.

Growth and survival of any organization in the present
global environment of competition depends on their
ability to intelligently discern the skill sets and capabilities
required for effective and efficient functioning. Leaders
who are authentic, emotionally self-aware and able to
speak openly about their emotions have higher social and
emotional quotient for success and sustaining organizational
effectiveness and growth (Srivastava, 2013; Subramanian,
2016).

Emotional intelligence (EI) can best be described as “the
ability to monitor one’s own and other people’s emotions,
to discriminate between different emotions and label them
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appropriately, and to use emotional information to guide
thinking and behavior” (Salovey et al., 2004). Salovey et
al. (2004) proposed three models of EI. The “ability model”
focuses on the individual’s ability to process emotional
information and use it to navigate the social environment.
The “trait model” encompasses behavioral dispositions and
self-perceived abilities and is measured through self-report
(Petrides et al., 2007). The “mixed model” is a combination
of both ability and traits. It defines EI as an array of skills
and characteristics that drive leadership performance, as
proposed by Goleman (1998). These findings pointed to
different ways in which competencies such as empathy,
learned optimism and self-control contributed to important
outcomes in the family, the workplace and other life areas.

Recently, EI has been noted to be implied across the
workplace having an essential component in determining
the leadership effectiveness mainly when leaders are dealing
with teams in the workplace. The application of EI gained
significance when Goleman (1998) with his research in
this area emphasized its role in organizations and showed
increasing attention on EI. Overall, EI leaders inspire team
members to work efficiently in order to achieve organizational
goal. Barthwal and Juyal (2012) reported that EI has become
the major rationale for senior-level manager’s effectiveness
and organizational growth. Employee functionality is
determined by their level of self-awareness, self-regulation,
motivation, social awareness and social skills, which are
primary factors determining the employee EI level.

Studies conducted by Masa’deh (2016) revealed that
there were significant positive impacts of management
of one’s own emotion, awareness of other’s emotion,
and management of other’s emotion on organizational
effectiveness. Also, the results revealed that there was no
significant difference in the impact of EI on organizational
effectiveness that could be attributed to gender. However,
there were significant differences in the impact of EI on
organizational effectiveness in favor of age and experience.

Recently, some of the Indian business organizations have
started concentrating on the emotional dimension of the
human resource dealing with those non-cognitive human
competencies and potentialities, which have a significant
impact on the various aspects of organizational climate and
effectiveness. Priya (2016) studied the relationship between
the organizational climate and EI and suggested that core
components of organizational climate viz., leadership
effectiveness, communication, stress management and
trust levels among employees are significantly related to
EI competencies of employees; further, the dimensions of
El, namely, self-awareness, resilience and interpersonal
connectivity have a predictive relationship with leadership
effectiveness, communication, stress management and trust
levels among organizational members.

Rathi and Renu (2008) studied the relationship between EI
and occupational self-efficacy of 112 scientists in a number

of research organizations and their results indicated that
the EI has a positive relationship with occupational self-
efficacy and is found to be one of its significant predictor.
The study implies that people with higher EI are more
effective employees as compared to those with lower EI.
Stubbs and Wolff (2008) reported that the team leader’s EI is
significantly related to the presence of emotionally competent
group norms on the teams they lead, and that emotionally
competent group norms are related to the team performance.
Similarly, Rosete and Joseph (2007) found out that higher EI
was associated with higher leadership effectiveness.

EI plays a key role and it is more vital than any other human
capital asset in organizations. As the pace of work greater
demands individual competencies, EI is the centrality of
the substance of the individual or group for their effective
management. Indeed, fitting new insights into people’s
neural and emotional circuitry, EI accounts for 85 to 95%
of the success of organizational leaders (Deepika, 2012;
Anddison & Okaomee, 2017). Since majority of the concerns
in organization involve people in different job roles, the
competencies possessed by the people will have a bearing on
the extent to which they can actualize their EI (Jyothirmani
et al., 2020).

Gupta and Devalina (2015) reported that positive emotions
were found to be pivotal in enhancing employee performance,
encouraging innovation and creativity that results in
sustainable business practices, helping organization make
good decisions, facilitating work-flow and motivation,
developing authentic and charismatic leadership styles,
job enrichment and better team performance. Kumari and
Rastogi (2017) reported that achieving organizational
effectiveness is the ultimate purpose of any organization
that takes enormous effort to maximize employees’ task
efficiency, commitment and sustains intrinsic motivation
to perform well in difficult times. Pooja (2019) reported
that EI was found to be positively correlated with coping
self-efficacy and negatively correlated with occupational
stress of employees and, hence, improves the organizational
effectiveness.

The role of EI in achieving organizational effectiveness
is very significant, and it is reiterated in studies carried
out across the globe (Collins & Cooper, 2014; Das & Alj,
2014; Walia & Paramjit, 2014; Sarangi & Aakanksha, 2015;
Chao et al., 2017; Tahir et al., 2019; Zorana et al., 2020).
However, the assessment and predictability of EI leading
to success in scientific organization like Indian Council of
Agricultural Research (ICAR) is still a very important issue
to be addressed. However, information on the relationship
between EI and organizational effectiveness among the
scientific personnel in the National Agricultural Research
and Education System (NARES) in India is lacking and,
hence, the present study was undertaken with the following
objectives:
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e To measure the El of scientific personnel in NARES.

e To assess the organizational effectiveness of scientific
personnel viz., teamwork skills, conflict-handling
modes and leadership competencies.

e To find out the relationship between EI and
organizational effectiveness of scientific personnel in
NARES.

METHODOLOGY

Sample

The present study was conducted on the scientific personnel
working in the National Agricultural Research and Education
system (NARES) in India. The sample includes scientists
working in various research institutes under Indian Council
of Agricultural Research (ICAR), professors in State
Agricultural Universities (SAU’s) and extension personnel
from Krishi Vigyan Kendras (KVKs). The respondents in
the study are the participants in various capacity building
programs being organized by the National Academy of
Agricultural Research Management (NAARM), Hyderabad,
India a training academy under ICAR during the period
2018-2020. A total of 234 personnel from different states
of India participated in the study. Among the participants,
91.5% were males (n = 214) and 8.5% were females (n =
20). The age of the participants ranged from 30 to 61 years
with an average of 49.8 years and a standard deviation of
6.36. Their educational levels varied from post-graduation to
PhD in their respective disciplines in agricultural and allied
subjects. The participants have a professional experience
ranging from 6 to 32 years with an average of 20.2 years and
a standard deviation of 7.22.

Measurement Tools

EI Test (EIT) (Sharma, 2011)

The EIT constitutes of 60 items from five domains of EI
(Goleman, 1995):

o Self-Awareness: Knowing what we are feeling at
the moment and using those preferences to guide
our decision-making; having a realistic assessment
of our own abilities and a well-grounded sense of
self-confidence.

e Managing Emotions: Handling our emotions so that
they facilitate rather than interfere with the task at
hand; being conscientious and delaying gratification to
pursue goals; recovering well from emotional distress.

e Self-Motivation: Using our deepest preferences to
move and guide us towards our goals, to help us take
initiatives and strive to improve, and to persevere in
the face of setbacks and frustrations.

e Empathy: Sensing what people are feeling, being able
to take their perspective, and cultivating rapport and
attunement with a broad diversity of people.

e Handling Relationships: Handling emotions in
relationships well and accurately reading social
situations and networks; interacting smoothly; using
these skills to persuade and lead, negotiate and settle
disputes, for cooperation and teamwork.

The reliability of the test was determined by split-half method
using odd-even procedure, and the reliability coefficient
was 0.73. The response pattern in the scale is of Likert type
i.e., on a five-point continuum from always, most often,
occasionally, rarely to never. As all the items are socially
acceptable, though positively and negatively stated, the
scoring for each statement in the scale is done in descending/
ascending order for determining the EI by giving a score of
5 for always, 4 for most often, 3 for occasional, 2 for rarely,
1 for never and reverse for negative items. In this way, the
expected scores may range from 60 to 300 with high scores
showing high degree of EI and low scores showing low
degree of EL

Teamwork Skill Questionnaire (University of
South Australia, 2011)

The instrument had been sourced from the Internet and had
been developed for evaluating teamwork skill effectiveness.
The instrument is comprised of 15 questions designed on a
S5-point scale (very frequently, frequently, sometimes, rarely
and never). For each of 15 teamwork skills, participants self-
evaluated their level of skill in working in a team. The score
sheet assigned values from 0 to 3 for each answer. Thus, the
minimum score obtained is 15 and the maximum possible
score is 45. Score obtained between 40 to 45 is considered
as “High”, between 35 to 40 considered as “Average” and
less than 35 is considered as “Low” team effectiveness. The
reliability coefficient of the instrument based on Test-Retest
method is 0.67 (Brock et al., 2017).

Thomas-Kilmann Conflict Mode Instrument
(TKI Test) (Thomas & Kilmann, 1974 & 2010)

The TKI test is a self-report questionnaire designed to
measure how one deals with interpersonal conflict and
consists of 30 pair of statements describing possible
behavioral responses A and B, and one has to select the most
characteristic response of his/her own. It is designed to assess
aperson’s behavioral response to conflict situations. “Conflict
situations” are those where the interests or concerns of two
people are seemingly incompatible. In such a situation, an
individual’s behavior has two dimensions: (1) assertiveness,
the extent to which the person attempts to fulfill their own
interests and (2) cooperativeness, the extent to which the
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person attempts to fulfill the opponent’s interests. These two
basic dimensions of behavior define five different modes for
responding to conflict situations. Reliability coefficient of
the instrument based on Test-Retest method was found to be
0.68, which is significant at 0.01 level of significance. These
five conflict-handling modes are shown below:

o Competing: It is assertive and uncooperative. In this
mode, you try to satisfy your own concerns at the other
person’s expense.

e Collaborating: It is both assertive and cooperative.
In this mode, you try to find a win-win solution that
completely satisfies the concerns of both individuals
involved.

o Compromising: It is intermediate in both assertiveness
and cooperativeness. In this mode, you try to find an
acceptable solution that only partially satisfies both
individual’s concerns.

e Avoiding: It is both unassertive and uncooperative. In
this mode, you work to sidestep the conflict without
attempting to satisfy either individual’s concerns.

® Accommodating: 1t is unassertive and cooperative. In
this mode, you try to satisfy the other person’s concerns
at the expense of your own concerns.

The individual’s dominant conflict-handling mode is being
assessed based on the highest score obtained among the five
modes.

Leadership Effectiveness Profile (HRD Press,
2012)

This assessment profile is a 96 item, self-scoring assessment
of the following eight leadership competencies:

e FEmotional Intelligence: Looks at our capacity to
recognize, understand and harness our own feelings
and the feelings of others.

o Contextual Thinking: Looks at how well the individual
links specific events, tasks and actions in a wider
perspective or pattern.

e Directional Clarity: Looks at the ability to identify a
credible destination and indicate how to get there in a
straightforward and simple way.

e Creative Assimilation: Looks at how well an individual
creatively draws together disparate information to
arrive at robust decisions or course of action.

e Change Orchestration: Looks at how well an
individual anticipate and plans for future change and
manage themselves and others to handle it well.

® People Enablement: Looks at the extent to which an
individual trust, coaches and guides people to influence
and control of their own destiny, through their own
efforts.

e Reciprocal Communications: Looks at the extent to
which an individual communicates with economy and
clarity and remains open to feedback.

e Drive Persistence: Looks at the extent to which an
individual tenaciously stays on track and maintains a
persistent focus on their goals.

Each leadership competency uses ratings of 12 behaviors
to develop a dimension score. The respondent must mark
for each statement on a five-point scale viz., Almost Never,
Occasionally, Frequently, Very Frequently and Almost
Always and carries a weightage of 1 to 5. The average score
in each leadership competency is worked out (Total score/12)
and ranges from 1 to 5. The leadership competencies are
rated as ‘Low’, if the average scores are less than 2.75,
‘Average’, if the scores ranges from 2.76 to 3.49 and ‘High’,
if the scores are more than 3.5. The reliability coefficient of
the instrument based on Test-Retest method is 0.72 and the
internal reliability (Cronbach alpha coefficient) is 0.80.

Procedure

The data was collected from the participants during various
capacity-building training programs conducted by the
Academy during 2018-20. Emotional Intelligence Test (EIT),
Teamwork Skill Questionnaire, Thomas-Kilmann Conflict
Mode Instrument and Leadership Effectiveness Profile were
administered to the participants, after briefly explaining
the purpose of these tests. Scoring keys and interpretations
norms were provided to find out the level of EI, effective
teamwork person, conflict-handling modes and leadership
competencies of participants. The researcher personally
administered the tools to the participants and collected the
data over a period of two sessions of 3 hours each. Tests
were scored, tabulated and descriptive statistic indicators
were calculated using MS Excel. Pearson’s correlations were
calculated between the variables in the study along with the
age of the participants as a variable.

RESULTS AND DISCUSSION

EIT scores of participants (n = 234) varied from 153 to
239 as minimum and maximum with an average of 204
and a standard deviation of 12.66. Among the participants,
218 (93.2%) have recorded the average level of EI and 16
(6.8%) recorded the high level of EI. Among the domains
of El, “self-awareness” scores ranged from 29 to 54 with
an average of 38.4 and a standard deviation of 3.86. Among
the participants, 223 (95.3%) have average and 11 (4.7%)
have high level of self-awareness. The scores in “Managing
Emotions” domain ranged from 12 to 30 as minimum and
maximum with an average of 20.7 and a standard deviation
of 2.39. Among the participants, 4 (1.7%) have low, 222
(94.9%) have average and 8 (3.4%) have high levels in
Managing Emotions. The scores in ‘Motivating Oneself’
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domain ranged from 34 to 64 with an average of 50.7 and a
standard deviation of 4.34. Among the sample, 159 (67.9%)
have recorded average and 75 (32.1%) have recorded
high level of scores in Motivating oneself. The score in
‘Empathy’ domain ranged from 18 to 41 with an average
score of 29.3 and a standard deviation of 3.49. Among the

participants, 3 (0.9%) have low, 225 (96.1%) have average
and 6 (2.6%) have high level of Empathy. The scores in
“Handling Relationships” domain ranged from 38 to 78
with an average score of 64.8 and a standard deviation of
6.06. Among the sample, 2 (0.9%) have low, 205 (87.6%)
have average and 27 (11.5%) have high level of scores in
Handling relationships domain (Table 1).

Table 1: Scores and Levels of Emotional Intelligence among the Participants

Domains of Emotional Score Scores Obtained Standard Levels of Emotional Intelligence
Intelligence Range | Min | Max | Average | Deviation | Low Average High
Self-Awareness 12-60 29 54 38.4 3.86 - 223%* (95.3)** 11 (4.7)
Managing Emotions 07-35 | 12 | 30 20.7 2.39 4(1.7) 222 (94.9) 8 (3.4)
Motivating Oneself 14-70 | 34 | 64 50.7 434 - 159 (67.9) 75 (32.1)
Empathy 09-45 18 41 29.3 3.49 3(1.3) 225 (96.1) 6 (2.6)
Handling Relationships 18-90 | 38 | 78 64.8 6.06 2(0.9) 205 (87.6) 27 (11.5)
Total (E.I.) Score 60-300 | 153 | 239 204 12.66 - 218 (93.2) 16 (6.8)

*Number of Participants, **Percent of Participants

The Team Effectiveness scores of participants ranged from
22 to 42 as minimum and maximum with an average of 31.7
and a standard deviation of 3.99. Among the participants,
184 (78.6%) have recorded low, 45 (19.2%) average and 5
(2.2%) high levels of team effectiveness (Table 2).

Table 2: Scores and Levels of Team Effectiveness
among the Participants

Team Effectiveness Score
Score Range 15-45
Minimum Score 22
Maximum Score 43
Average Score 31.7
Standard Deviation 3.99

Levels of Team Number of
Effectiveness Participants
Low (Score < 35) 184 (78.6)*
Average (Score 35 —40) 45(19.2)
High (Score > 40) 52.2)

*Percent of Participants

Regarding Thomas-Kilmann Conflict-handling modes, the
scores in “Competing” mode ranged from 0 to 10 with an
average of 4.4 and a standard deviation of 2.76. Among
the participants, 21 (9.0%) have recorded competing as
a dominant type of conflict-handling mode. The scores in
“Collaborating” mode ranged from 1 to 11 with an average of
5.5 and a standard deviation of 2.01. Among the participants,
31 (13.2%) have recorded collaborating as a dominant mode
of conflict-handling mode. The scores in “Compromising”
mode ranged from 0 to 12 with an average of 6.42 and a
standard deviation of 2.34. Among the participants, 48
(20.5%) have recorded compromising as a dominant mode
of conflict-handling modes. The scores in “Avoiding” mode
ranged from 2 to 12 with an average of 7.3 and a standard
deviation of 2.05. Among the participants, 87 (37.2%) have
recorded avoiding as a dominant conflict-handling mode. The
scores in “Accommodating” mode ranged from 1 to 11 with
an average of 6.33 and a standard deviation of 2.24. Among
the participants, 47 (20.1%) have recorded accommodating
as a dominant conflict-handling mode (Table 3).

Table 3: Thomas-Kilmann Conflict Mode Instrument Scores of the Participants

Conflict-Handling Modes Score Scores Obtained Standard Number of Participants
Range | Min | Max | Average | Deviation | Claiming Dominant Mode
Competing (Forcing) 0-12 0 10 4.40 2.76 21 (9.0)*
Collaborating (Problem Solving) 0-12 1 11 5.50 2.01 31(13.2)
Compromising (Sharing) 0-12 0 12 6.42 2.34 48 (20.5)
Avoiding (Withdrawal) 0-12 2 12 7.30 2.05 87 (37.2)
Accommodating (Soothing) 0-12 1 11 6.33 2.24 47 (20.1)

*Percent of Participants

About Leadership Effectiveness, the scores in “Emotional
Intelligence” competency ranged from 2.3 to 4.83 with an

average of 3.42 and a standard deviation of 0.51. Among the
participants, 5 (2.1%) have low, 187 (79.9%) average and
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42 (18.0%) have high level of EI. The scores in “Contextual
Thinking” competency ranged from 2.33 to 4.75 with an
average of 3.45 and a standard deviation of 0.56. Among
the sample, 20 (8.5%) have low, 170 (72.6%) average
and 44 (18.8%) high level of competency in contextual
thinking. The scores in “Directional Clarity” competency of
participants ranged from 2.25 to 4.92 with an average of 3.55
and a standard deviation of 0.58. Among the participants, 22
(9.4%) have low, 142 (60.7%) average and 70 (29.9%) high
levels of competency in directional thinking. The scores in
“Creative Assimilation” competency of participants ranged
from 2.05 to 4.92 with an average of 3.42 and a standard
deviation of 0.57. Among the participants, 36 (15.4%)
have low, 153 (65.4%) average and 45 (19.2%) high levels
of competency in creative assimilation. The scores in the
“Change Orchestration” competency ranged from 2.33
to 5.0 with an average of 3.51 and a standard deviation of

0.57. Among the participants, 28 (12.0%) have low, 154
(65.8%) average and 52 (23.2%) high levels of competency
in change orchestration. The scores in “People Enablement”
competency of participants ranged from 2.58 to 5.0 with an
average of 3.71 and a standard deviation of 0.59. Among the
participants, 8 (3.4%) have low, 127 (54.3%) average and
99 (42.3%) high levels of people enablement competency.
The participants’ scores in “Reciprocal Communication”
competency ranged from 2.16 to 5.0 with an average of 3.49
and a standard deviation of 0.62. Among the participants,
32 (13.3%) have low, 133 (56.8%) average and 69 (29.5%)
high levels of competency in reciprocal communication. The
scores of participants in “Driving Persistence” competency
ranged from 2.16 to 5.0 with an average of 3.54 and standard
deviation of 0.62. Among the participants, 22 (9.4%) have
low, 130 (55.6%) average and 82 (35.0%) high levels of
competency in driving persistence (Table 4).

Table 4: Leadership Effectiveness Scores of the Participants

Leadership Score Scores Obtained Standard | Level of Leadership Competency
Competencies Range | Min | Max | Average | Deviation Low Average High
Emotional Intelligence 1-5 230 | 4.83 3.42 0.51 5% (2.1)%* | 187(79.9) | 42 (18.0)
Contextual Thinking 1-5 233 | 4.75 3.45 0.56 20(8.5) | 170(72.6) | 44 (18.8)
Directional Clarity 1-5 2.25 4.92 3.55 0.58 22.(94) 142 (60.7) 70 (29.9)
Creative Assimilation 1-5 2.05 | 491 3.42 0.57 36(15.4) | 153(65.4) | 45(19.2)
Change Orchestration 1-5 233 | 5.00 351 0.57 28 (12.0) | 154(65.8) | 52(22.2)
People Enablement 1-5 2.58 5.00 3.71 0.59 8(3.4) 127 (54.3) 99 (42.3)
Reciprocal communication 1-5 2.16 5.00 3.49 0.62 32 (13.7) 133 (56.8) 69 (29.5)
Driving Persistence 1-5 2.16 | 5.00 3.54 0.62 22(9.4) | 130(55.6) | 82(35.0)

*Number of Participants
**Percent of Participants

Pearson’s multiple correlation coefficients were calculated
to quantify the relationship among the variables in the study.
The data indicated that EI (TEI values) are significantly
positively correlated with age of the participants and
different domains of EI viz., self-analysis, motivating
oneself, empathy and handling relationships. However, the
age of participants is significantly negatively correlated
with leadership competencies such as contextual thinking,
creative assimilation, change orchestration and reciprocal
communication of the participants. Self-analysis is
significantly positively correlated with other domains of EI,
accommodating mode of conflict-handling and majority of
the competencies under leadership effectiveness. Managing
emotions is positively correlated with the team effectiveness.
Motivating oneself is significantly positively correlated
with remaining domains of EI, team effectiveness and all
the competencies in leadership effectiveness. Empathy is
positively correlated with handling relationships and total
El. However, handling relationships domain is significantly

positively correlated with TEI and all the competencies
in leadership effectiveness. Similarly, TEI significantly
positively correlated with team effectiveness and all the
competencies in the leadership effectiveness (Table 5).

Team effectiveness is positively correlated with the
accommodating mode of conflict-handling and it is
negatively correlated with all the competencies in leadership
effectiveness. Competing and collaborating modes are
negatively correlated with the compromising and avoiding
modes of conflict-handling situations. Contextual thinking
and creative assimilation are positively correlated with age,
motivating oneself, handling relationships and TEI. However,
change orchestration and reciprocal communication are
negatively correlated with age and positively correlated with
self-analysis, motivating oneself, handling relationships
and TEIL Directional clarity and people enablement are
positively correlated with self-analysis, motivating oneself,
handling relationships and TEL
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EI is composed of factors that are critical to organizational
excellence. It influences positive behavior and results to
organizational success often measured by productivity,
profitability, stability and sustainability. Managing for
organizational excellence requires the mastery of internal
pressures such as task demands, interpersonal relationships,
organizational structures and arrangements, work conditions,
management styles and behaviors, and the need for the
allocative efficiency of scarce resources (Ramesh, 2017
Nkeobuna, 2019).

In the present study, EI and its components are positively
related to the teamwork effectiveness and all the attributes
of leadership effectiveness. Emerging evidence suggests
that effective organizational behavior by emotionally
intelligent managers is an essential step to achieving
various organizational goals. Recent research studies
have also indicated that managers always need to balance
exploration of new resource combinations with exploitation
of existing organizational capabilities. They need to develop
their leadership styles and maintain emotionally balanced
behavior in different setups of organizations (Singhal et al.,
2014).

Sarangi and Aakanksha (2015) reported that there is a
positive relationship between EI and employee engagement.
Emotionally intelligent individuals can show more vigor,
dedication and absorption. These findings are in line with
earlier studies where EI positively impacted job satisfaction
organizational commitment and job attitudes (Carmeli,
2003; Petrides & Furnham, 2006; Brunetto et al., 2012;
Seyal & Afzaal, 2013). The human resource managers in
different organizations perform the duty of developing self-
awareness, self-regulation, social awareness and social skills
and relationship management among employees through
improving the employees’ EI skills. Managers promote these
skills in which employees feel comfortable and response
their opinions, thereby organization growth is successful
(Sakthivel, 2017).

Rezvani and Hashemi (2018) showed that there was a positive
and significant relationship between EI and organizational
commitment. Employees with high EI have been noticed
to have better cooperation, creativity and communication
among them. They show a better person; they can understand,
express and manage their emotions, which affect their attitude
towards their work, colleagues, managers, executives and
their commitment to the organization.

Today’s managers face complex challenges of coping with
the rapid business environmental changes for efficient
management of organizational resources and capabilities
by involving technology, creativity, innovation and
sustainability. Keeping the staff motivated and committed,
promoting teamwork for attaining mutual goals, and
managing and developing talent implications in a diverse

workforce are few more challenging needs to be satisfied
by both public and private organizations to ensure overall
effectiveness (Tahir et al., 2019). In a challenging situation,
EI of both the leader and the employee plays a significant
role to face the problem, as reported by Collins and Cooper
(2014), “there is a golden thread that connects people and
their performance to organizational effectiveness”. Hence, it
is the contributions of an individual and group in the form of
well-being and behaviors that can build up “an emotionally
intelligent workplace”.

In the present study, teamwork effectiveness of majority
of participants (78.6%) is low and this may be since the EI
of 93.2% of participants is found to be average. Similarly,
El is found to be positively associated with the teamwork
effectiveness of the participants in the study. Priyan et
al. (2016) reported that people with high EI are better
at teamwork, punctual, accurate and more competent as
compared to the ones who score low on EI. In accordance
with theoretical predictions, EI along with all its components
— emotional perception, emotional appraisal and emotional
regulation — was significantly correlated to all indicators
of job performance, including punctuality, competence,
accuracy and teamwork. The present study contributes to a
growing body of literature seeking to find the relationship
between EI and teamwork, suggesting EI is one of the best
predictor for teamwork effectiveness of the employees.
Jyothirmani etal. (2020) also reported that EI has a significant
relationship with the competencies of people management,
team orientation, problem-solving and the competency of
communication in organizational executives.

In the present study, the dominant conflict-handling modes
employed by the participants are avoiding, compromising
and accommodating as against competing mode. Khosravi
et al. (2019) demonstrated that EI is positively linked to
performance and that this association is facilitated by EI’s
negative link to three conflict modes (task, relationship,
process), which are negatively connected to performance.

Researchers proposed that an individual’s EI influences
one’s way of handling interpersonal conflict. Individuals’
with high EI may be more effective in resolving conflict
than those with low EI (Goleman, 1998; Mayer et al., 1997).
Barrett et al. (2000) emphasized that individuals with high
EI prefer to seek cooperative solutions when confronted
with conflict. Emotionally intelligent employees are better
at negotiation and effectively handling of their conflicts
with organizational members. A growing number of
scholars suggest that EI plays an important role in managing
interpersonal conflicts (Rahim, 2001; Smarty et al., 2018;
Bolanle et al., 2019).

El as a single variable has a positive and significant
correlation with problem solving, asserting, compromising
and accommodating styles of conflict management.
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However, there is no correlation between EI and avoiding
style of conflict management. The results show that EI of
an individual affects his handling of a conflict situation.
It means that knowledge of self and of others helps in the
resolution of conflicts through collaborative and cooperative
methods (Sharma & Sehrawat, 2014).

EI and its components were positively associated with the
competencies in the leadership effectiveness in the present
study. Singh (2007) also reported that there were positive and
significant relationships of EI with organizational leadership.
The study indicates that the improvement in employees’
EI helps in development of effective leadership behavior
in organizations. In other words, if the top management
of an organization wants its members to display effective
leadership behaviors, it needs to possess emotionally
intelligent employees.

Shafiq and Rana (2016) revealed a significant relationship
of EI to organizational commitment. EI also displayed
significant positive relationships with three components of
organizational commitment and reflected a reasonable power
of predictability towards the organizational commitment.
Chao Miao et al. (2017) reported that the employees with
higher EI have higher job satisfaction, higher organizational
commitment and lower turnover intentions. EI improves job
satisfaction by helping employees reduce negative feelings,
by increasing positive feelings and/or by improving job
performance. To produce productive and satisfied workers,
organizations should incorporate EI in employee recruitment,
training and development programs.

There is a clear relationship between a person’s mood
and various aspects of performance, such as teamwork,
creativity, decision-making and task performance. Negative
moods can drain energy and prevent people from doing their
best. Meanwhile, the presence of positive emotions can
enable individuals to do the best they can. Therefore, it is
important for leaders in an organization to have EI so that
they can maintain the balancing of emotions to motivate and
inspire people around them (Kailola, 2019). In a national
study of employees across industries, Zorana et al. (2020)
examined the role of supervisor’s emotionally intelligent
behavior for employee opportunity to grow, their affect at
work and creativity/innovation at work. The finding revealed
that the supervisor’s emotionally intelligent behavior was
linked to employee creativity/innovation through its effect
on employee opportunity to grow and higher experience of
positive affect.

CONCLUSION

The findings of the study showed that there was a strong
relationship between EI and different components of
organizational effectiveness viz., teamwork effectiveness
and all the attributes of leadership effectiveness. Among

the domains of EI, self-awareness, motivating oneself
and handling relationships are significantly related to
teamwork effectiveness and leadership competencies.
The most dominant conflict-handling modes employed by
scientific personnel include avoiding, compromising and
accommodating as against competing mode. In general,
participants in the study have average levels of EI and
possess low levels of teamwork -effectiveness, which
reflect their need for improvement of these competencies
through appropriate in-service capacity-building programs.
The dominant leadership competencies found in the study
includes people enablement, directional clarity, driving
persistence and reciprocal communication and all these
competencies are strongly related to the EI.

Achieving organizational effectiveness is the ultimate
purpose of any organization that takes enormous effort to
maximize employees’ task efficiency, commitment and
sustains intrinsic motivation to perform well in difficult
times. The findings of the study have practical implications
for the improvement of organizational effectiveness such
as selection and recruitment of employees having higher EI
and for providing in-service training on EI for the existing
employees to boost their overall psychological well-being.

The limitation in the present study is that individual’s EI
is measured and interpreted in terms their group behavior
such as teamwork and leadership effectiveness. However,
group El is not simply the sum of the individual EI of group
members. Having a few people with high individual EI is not
enough to generate the conditions necessary for teamwork
and group effectiveness. Groups also need norms and
enduring processes that support awareness and regulation
of an emotion within the group. Future researchers need to
study to measures both individual EI and group EI and then
examines whether adding group EI increases our ability to
predict group effectiveness.
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