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ABSTRACT 
 
The present study attempts to ascertain the importance of relationship between emotional 
intelligence and managerial effectiveness. Though a great deal of attention has been paid to this 
area in the last few decades, but the subject still requires more research as the business scenario 
is continuously changing and is prone to unpredictable challenges. India being a rapidly growing 
economy and largely depends upon its human capital and so increasing attention is being 
directed towards improving emotional intelligence and managerial effectiveness. Thus, this study 
is in a growing line of research and can provide valuable insight especially for managers as it can 
help in planning and executing human resource policies aimed at augmenting the effectiveness of 
managers.  
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With an increasing ‘cut throat’ competition and dynamic business environment around the 
globe, organizations require a team of managers to run day to day operations (Boyatzis 1982). 
Managers play a significant role in the development, formulation, and execution of the 
organization’s long term as well as short term strategies that determine corporate success (Al-
Madhouni & Analoui 2004). Indeed, managers are dynamic and the life giving elements in every 
business and without them the resources cannot be converted into high production (Drucker 
1967). With increased dependency of business on information technology, managers are required 
to sort out new ways to facilitate organizational production and sustainable self growth. What 
differentiates surviving organizations from others (Sinclair-Hunt & Simms 2005), that have not 
been able to tackle ‘tough times’, is the performance and effectiveness of its executive. 
Consequently, management may be viewed as a special kind of leadership in which the 
achievement of the organizational goal is vital and managers strive to operate in a situation with 
optimum performance outcomes. The performance of a manager and how effectively he/she 
would operate a situation is related to many variables from an individual to an organizational 
dimension (Hamlin and Serventi 2008, Bao 2009). 
 
The role of the manager has never been as important or demanding as it is today. Managers at all 
levels must deliver consistent, sustainable results and get things done day to day with fewer 
resources. There is an increased emphasis on maintaining employee morale and high levels of 
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productivity in an increasingly complex and changing business environment. Also, managers 
must ensure that the right people with the right skills are in the right roles. Growing an effective 
manager is not something an organization does on the spur of the moment expecting results 
overnight. It takes commitment and strategy.  It requires a solid foundation with proper planning, 
use of the organizational culture, proper training methods and individuals with the right stuff, 
potential, and wanting to excel in world-class leadership. 
 
Conceptualization of Emotional Intelligence: There are a plethora of prominent authors who 
have defined “Emotional Intelligence” through varied perspectives, delineated below are some of 
which have been proposed recently: 

• Hein (2007) defined “Emotional Intelligence is the innate potential to feel, use, 
communicate, recognize, remember, describe, identify, learn from, manage, understand, 
and explain emotions”. 

• As per Sims-Vanzant (2007) emotional intelligence is defined as, “the ability to 
recognize one’s own feelings and those of others, the capacity to motivate others, and the 
ability to manage one’s own emotions and relationships”. 

• Petrides (2009) defined Emotional Intelligence as a self-perceived grand ability to 
identify, assess, manage and control the emotions of one’s self, of others, and of groups. 

• BNET Business Dictionary (2011) described Emotional Intelligence as the ability to 
perceive and understand personal feelings and those of others. Emotional Intelligence 
means recognizing emotions and acting on them in a reflective and rational manner 
which involves self-awareness, empathy, and self-restraints. 

• More recently, Multi Health Systems (2012) defined Emotional Intelligence as “a set of 
emotional and social skills that influence the way we perceive and express ourselves, 
develop and maintain social relationships. Cope with challenges, and use emotional 
information in an effective and meaningful way”.  

 
Common themes in the conception of Emotional Intelligence: An attempt has been made to 
pull together common themes from various conceptualizations of emotional intelligence given by 
numerous researchers, which are pinpointed below:  
 
Couple of writers defined emotional intelligence as an ability or tendency to perceive, 
understand and regulate one’s own feelings and emotions and be sensitive enough to perceive 
and recognize others emotions and feelings as well (Mayer & Salovey (1990), Goleman (1998a), 
Schutte et al. (1998), Dulewicz & Higgs (1999), Nadler (2007), Sims-Vanzant (2007), Petrides 
(2009), Bradberry and Greaves (2009) and BNET Business Dictionary (2011). Also, same set of 
researchers who classified emotional intelligence as an ability or tendency to understand and 
regulate one’s own emotions and that of others also emphasized on a very important facet i.e. 
interpersonal aspect of emotional intelligence – develop, maintain and enhancement of  social 
relationships (Sims-Vanzant (2007)  and Multi Health Systems (2012). According to another 
stream of researchers i.e. Bar-On (2000), Orioli & Cooper (2002) and Singh (2003) – Emotional 
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intelligence refers to a set of competencies and skills to respond to an array of emotional stimuli 
and succeed from environmental demands and pressures.  
 
Conceptualization of Managerial Effectiveness: Managerial effectiveness has been defined 
differently over the past decades, by different authors; each gave a different definition in their 
works, of which few recent are presented below: 

• Metts (2007) stated that effectiveness could be assessed by focusing on what 
managers do (focusing on behaviour and action of managers), and what managers 
achieve (focusing on performance results of managers). 

• Drucker (1967 cited in Analoui et al., 2010) defined effectiveness as a set of skills 
required to get the right things done and he considered managerial effectiveness to be 
a function of a manager’s competences including: time management, result-
orientation, building on strength, concentrating on a few major areas and making 
effective decisions. 

• Rana et al., (2011) stated that managers are said to be effective if they use and 
manage their resources in different and difficult situations appropriately and select the 
correct approaches to achieve the goals of their jobs. 

• Robbins and Coutler (2012) defined effectiveness in terms of ends, results, 
consequences or attainment of organizational goals 

 
Common themes in the conception of Managerial Effectiveness: Comparing the different 
definitions of managerial effectiveness given above, it can be seen that they have many common 
attributes, which are pinpointed below:  
 
According to one set of researchers i.e. Drucker (1967), Boyatzis (1982), Gupta (1996), Wang 
(2011) - Effectiveness is concerned with the managerial qualities and set of skills to carry out 
managerial function, activities required of his position. As per Certo (2006), Metts (2007), Rana 
et al.(2011) & Buter (2012) - Managerial effectiveness occurs when a manager’s effort results in 
the ongoing satisfying of organizational goals. Also, many writers defined managerial 
effectiveness as the extent to which the stated goals of an organization are achieved (Hatten, 
2012; Certo and Certo, 2012; Abdul-Azeem and Fatima, 2012). Lastly, another stream of 
researchers Broide & Bennett (1979), Garg & Handa (1992), Robbins & Coutler (2012) 
proposed that the effectiveness of a manager should be defined by what results and 
consequences a manager achieves or attains and the extent to which he goes beyond what is 
normally required of him.  
 
Emotional Intelligence and Managerial Effectiveness at Workplace  
Goleman (1995) asserted that “Emotional Intelligence is twice as important as IQ and technical 
skills as emotional intelligence assists people in teamwork, in cooperation, and in learning how 
to work more effectively that enables to achieve better outcomes in leadership, management, 
supervision, and relationship building. Hence, teaching EQ (soft) skills at work is more 
important than technical skills. Further, Goleman (2001b) extended his theory to the workplace 
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and offered emotional intelligence as a theory of performance which predicts personal 
effectiveness in the workplace, particularly in leadership behaviors. In a later book “Social 
Intelligence”, Goleman (2006) subsumed 25 competencies of emotional intelligence under the 
five main domains i.e., self-awareness, self-regulation, motivation, empathy, and social skills. 
 
Emotional Intelligence has also been claimed to be an important factor in managerial 
effectiveness. George (2000) used the Salovey, Mayer, and Caruso four branch model of 
Emotional Intelligence as a heuristic framework for outlining the importance of Emotional 
Intelligence in managerial effectiveness. George asserts that by accurately identifying how 
followers feel, managers better appraise and influence followers’ emotions so they are supportive 
of manager’s goals and objectives, thus insuring a shared vision. Managers can use intense 
emotions as signals to direct their attention to issues in need of immediate attention, and can use 
emotions to prioritise demands. They can also better anticipate how well their followers will 
react to different circumstances and changes.  
 
Therefore, recruiting effective managers possessing attitudes and behaviours like receptivity to 
feedback, self disclosure, action orientation, perceptiveness (Pareek, 2002) and with high 
Emotional Intelligence can generate excitement, enthusiasm, and optimism in the work 
environment and also be able to maintain an atmosphere of cooperation and trust through the 
development of high quality interpersonal relations. Further, such managers can effectively 
instill in others an appreciation of the importance of work activities and convey the message to 
their followers that they are optimistic about their personal contributions. 
 
It is vital to mention here that, the above insights can be understood and linked with the existing 
theoretical conceptualizations. These theoretical orientations support the line of reasoning 
concerning the relationship of emotional intelligence and managerial effectiveness. Thus, the 
present study makes a humble contribution by adding an important aspect to the existing 
literature i.e. by mapping the significance of relationship between emotional intelligence and 
managerial effectiveness.  

• Boyatzis (1982) proposed a contingency model of management effectiveness which 
postulated a “best fit” between the individual, job demands and the organizational 
environment would predict effectiveness. Maximum performance is believed to occur 
when the manager’s capability or talent is consistent with the needs of the job demand 
and organizational environment. According to this model an individual’s competencies is 
represented in three clusters i.e. emotional, cognitive and social. Competencies are 
certain characteristics or abilities of an individual that enable them to demonstrate 
appropriate specific actions. Emotional intelligence competencies include self awareness 
and self management competencies such as emotional self awareness and emotional self 
control.  

• Hay/McBer (1997) offered competencies which are found to be critical for effective 
managers and it includes achievement orientation, developing others, directiveness, 
impact and influence, interpersonal understanding, organizational awareness and team 
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leadership. The competency of ‘developing others’ and ‘interpersonal understanding’ 
aligns well with emotional intelligence. These competencies reflects a manager’s ability 
to recognize, understand and use emotional information about oneself and others that 
leads to or causes effective or superior performance.  

• The theoretical orientation i.e. ‘View on Management Skills’ given by Ivancevich & 
Matteson (1999) clearly emphasizes as to which skills managers require to be effective in 
managing their organizational units. They presented seven categories of management 
skills that they regard as important in the performance of managerial roles. Amongst the 
seven, human relations and communication skills aligns well with the concept of 
emotional intelligence. Human relations skills enhance a manager’s ability to manage 
group dynamics, encourage cooperation and resolve conflicts. Communication skills 
involve the ability to communicate in ways that other people understand, and to seek and 
use feedback from employees to ensure that one is understood. Since communication is 
effected in different forms- such as written and oral transmission of common 
understanding- a manager needs to hone his or her skills in this area, in order to be 
effective in managerial performance.  

• Further, Leslie et al (2002) proposed five sets of dimensions which contribute to the 
overall effectiveness of managers. The most important dimension which goes parallel 
with emotional intelligence is - ‘Interpersonal relationships’. This dimension seeks to 
cover how the managers work in a team, the way they represent and handle relationships 
inside the organization.  

• The generic framework by Hamlin (2007c) on managerial and leadership effectiveness 
explains the ‘behavioral criteria for effective managers’. The effective behavioral criteria 
of ‘genuine care and concern for staff’, ‘open and personal management approach’, 
‘communicates and consults well with staff’ is found to be parallel with the emotional 
intelligence construct.  

• Lastly, Human Resource Management, United Nations (2009) explained three sets of 
competencies which are fundamental to managerial effectiveness i.e. emotional, 
conceptual and technical. Emotional competencies implies for managing oneself and 
one’s relationships with others. Emotionally competent managers are self aware manage 
their own emotions and recognize the impact they have on others. They create a positive, 
energetic work environment, in which they and the people they work with are inspired to 
contribute their best efforts. 

 
Final Remark! 
Prior research has explored the concept of emotional intelligence, which is the ability both to 
know one’s own emotions and to read others’ emotions as well but recent researches reveal that 
emotional intelligence plays a significant part in assisting managers to manage dynamic change 
in business environment (Rafique et.al, 2011) and also, it needs to be considered in the selection 
and placement process for managerial effectiveness to be guaranteed (Akintayo, 2010; Ashraf & 
Khan, 2011). As a result, it is the need of the hour to explore the emerging issues of emotional 
intelligence. 
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