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Executive Summery
This Term Paper Is Through Light On Impact of Emotional Intelligence On Performance of Employees and the Next Objective Is to Know How to Become an Ei Organization. Emotional Intelligence (Ei) Refers to the Ability to Perceive, Control, And Evaluate Emotions. Some Researchers Suggest That Emotional Intelligence Can Be Learned and Strengthened, While Other Claim It Is an Inborn Characteristic. To Do the Research Thoroughly, Review of Literature Is Being Taken with Twenty Articles. Through This Study, It Is Concluded That Emotional Intelligence has Greater Impact On Performance of Employees. Secondly an Emotionally Intelligent Organization Is Based On an Organisational Strategy to Improve Business Performance.
Objective
· Objective of Study Is to Through Light On the Impact of Emotional Intelligence On Performance of Employees.
· Second Objective Is to Analyse That How to Become an Ei Organization.
Scope of Study
Each and Every Project Study Along with It's Certain Objectives Also has Scope for Future. And This Scope in Future Gives to New Researches a New Need to Research a New Project with a New Scope. Scope of the Study Could Give the Projected Scenario for a New Successful Strategy with a Proper Implementation Plan. Whatever Scope We Observed in Our Project Is This Study Will Be Helpful to Know the Relation Between the Emotional Intelligence and Performance On the Employees.
The Scope for the Organization Whose Employees, If They Are Lacking in Their Performance Due to Low Level of Emotional Intelligence, They Can Help Them to Increase Their Emotional Intelligence. Scope of Study Will Can Be Helpful in Future Why Some Employees Are Outstanding Performers While Others Are Not. On the Basis of These Results an Organization Can Choose a Strategy and Actions to Improve the Performance of Their Employees.
It Can Give a New Dimension in the Future to Conduct Such Research On the Employees of Other Sector Also the Study of Data Is Purely Based On Secondary Data. To Get Proper Understanding About This Concept.
Need

In This Day and Age the Economy Is Always Growing, Business Volumes Rising. We Live in A
World Where Competition Is Always Present and Confrontations and Battles at a Business Level Are All Around Us. Therefore Management Theories Develop Models On “the Rivalry of a Company Based On It's Human Resources”, With the Argument That a Company Can Achieve Competitive Advantages Through Creation and Protection That Increases Distinctive Value. In This Environment Managers Begin to Conclude That the Motto Is “not Knowing How to Do It, But Yes Increasing It's Value”.
1. It Includes the Abilities to Accurately Perceive Emotions, To Access and Generate Emotions so As to Assist Thought, To Understand Emotions, To Access and Generate Emotions so As to Assist Thought to Understand Emotions and Emotional Knowledge and to Reflectively Regulate Emotions and Emotional Knowledge and to Reflectively Regulate Emotions so As to Promote Emotional and Intellectual Growth.
· Understanding Yourself, Your Goals, Intentions, Responses, Behaviour and All.
· Understanding Others, And Their Feelings.
2. Emotional Intelligence Helps the Employees to Increase Their Emotional Self-Awareness, Emotional Expression, Creativity, Increase Tolerance, Increase Trust and Integrity, Improve Relations Within and Across the Organization and Thereby Increase the Performance of Each Employee and the Organization As a Whole. “emotional Intelligence Is One of the Few Key Characteristics That Gives Rise to Strategic Leaders in Organizations”
3. At a Microcosmic Level, Ei Will Produce an Employee Who Will Know His
A Capability, His Job, Has an Outlook in the Future, And Is Confident of a Well-Thought Action. This Will Be More Valuable Than the Action of an Employee with High Iq and Good Knowledge, But Low Ei. This Is Where; Emotional Intelligence Plays a Significant Role in the Organization and Becomes an Important Criterion of Evaluation for Judgment of an ‘effective’ Employee. At a Macrocosmic Level, Ei Increases Productivity and Trust Within and Across the Organization.
Introduction
In an Era of Shifting Paradigms, One of the World’s Fastest Growing Emerging Economies, Such As India, Should Be Able to Develop It's Human Resources As a Source of Competitive Advantage. In Order to Develop and Enhance Workforce Capabilities and to Successfully Compete in the 21st Century, Organisations Have to Embark On Future Oriented Human Resources Strategies. It Could Be Argued That the Individual Competencies of the Workforce in Any Organisation Would Determine It's Overall Success. This Success, Among Other Things, May Be Attributed to the Socio-Behavioural Characteristics and Adjustments These Individuals Have to Make in Their Job-Role and Position-Power to Gain Common Ground in Any Organisational Setting. Therefore the Concept of Emotional Intelligence (Ei) Is Playing a Vital Role in Every Organization Which Describes The ability, Capacity, skill or, In the Case of the Trait Ei Model, A Self-Perceived Ability, To Identify, Assess, And Manage The emotions of One's self, Of Others, And Of groups. Emotional Intelligence (Ei) Refers to the Ability to Perceive, Control, And Evaluate Emotions. Some Researchers Suggest That Emotional Intelligence Can Be Learned and Strengthened, While Other Claim It Is an Inborn Characteristic. Since 1990, Peter Salovey and John D. Mayer Have Been the Leading Researchers On Emotional Intelligence. In Their Influential Article “emotional Intelligence,” They Defined Emotional Intelligence As, “the Subset of Social Intelligence That Involves the Ability to Monitor One's Own and Others' Feelings and Emotions, To Discriminate Aong Them and to Use This Information to Guide One's Thinking and Actions” (1990).
Salovey and Mayer Proposed a Model That Identified Four Different Factors of Emotional Intelligence: The Perception of Emotion, The Ability Reason Using Emotions, The Ability to Understand Emotion, And the Ability to Manage Emotions.
According to Salovey and Mayer, The Four Branches of Their Model Are, "Arranged From More Basic Psychological Processes to Higher, More Psychologically Integrated Processes. For Example, The Lowest Level Branch Concerns the (Relatively) Simple Abilities of Perceiving and Expressing Emotion. In Contrast, The Highest Level Branch Concerns the Conscious, Reflective Regulation of Emotion" (1997).
Research of Ei and Job Performance Show Mixed Results: A Positive Relation has Been Found in Some of the Studies, In Others There Was No Relation or an Inconsistent One. This Led Researchers Cote and Miners (2006) to Offer a Compensatory Model Between Eq and Iq That Posits That the Association Between Eq and Job Performance Becomes More Positive As Cognitive Intelligence Decreases, An Idea First Proposed in the Context of Academic Performance.
Brief History and Definitions

1930s – Edward Thorndike Describes the Concept of “social Intelligence” As the Ability to Get Along with Other People. 1940s – David Wechsler Suggests That Affective Components of Intelligence May Be Essential to Success in Life. 1950s – Humanistic Psychologists Such As Abraham Maslow Describe How People Can Build Emotional Strength. 1975 - Howard Gardner Publishes the Shattered Mind, Which Introduces the Concept of Multiple Intelligences. 1985 - Wayne Payne Introduces the Term Emotional Intelligence in His Doctoral Dissertation Entitled “a Study of Emotion: Developing Emotional Intelligence; Self-Integration; Relating to Fear, Pain and Desire (Theory, Structure of Reality, Problem-Solving, Contraction/expansion, And Tuning In/coming Out/letting Go).”the Study of Emotional Intelligence Evolved From Works by Such Theorists As Gardner (1983) And Williams and Sternberg (1988), Who Proposed Broader Approaches to Understanding Intelligence. Salovey and Mayer (1990) Coined the Term “emotional Intelligence” And Included Gardner’s Intrapersonal and Interpersonal Components in the Construct. Goleman (1998) Popularized Emotional Intelligence in the Business Realm by Describing It's Importance As an Ingredient for Successful Business Careers and As a Crucial Component for Effective Group Performance.
1. “the Ability to Monitor One’s Own and Others’ Feelings and Emotions, To Discriminate Among Them, And to Use the Information to Guide One’s Thinking and Action” (Mayer & Salovey,1993).
2. “the Intelligent Use of Emotions: You Intentionally Make Your Emotions Work for You by Using Them to Help Guide Your Behaviour and Thinking in Ways That Enhance Your Results”
(Weisinger, 1998).

3. “the Ability to Recognize and Respond to the Emotions and Feelings of Others, As Well As The
Skill to Help Others Manage Their Emotions” (Schmidt, 1997).
Although Many Definitions Exist, The Basic Ideas Are the Same. Emotionally Intelligent People Are Aware of Their Emotions and the Emotions of Others. They Use That Information to Guide Their Thinking and Actions.
The Biological Dynamics of Emotional Intelligence

Using Emotions Intelligently Is No Easy Task Because There Are Deep Biological Processes Involved in Emotion. Brain Theory Suggests That Through Genetically Determined Processes, The Emotional Brain (Amygdala Along with Other Limbic Structures) Tends to Dominate Over the Rational Brain (Neocortex) And Controls the Thought Processes of Individuals (Bear, Conners, & Paradiso, 1996). When Situations or Critical Moments Calling for Intelligent Actions Emerge, The Amygdale Suppresses the Rational Processes of the Neocortex, And Interprets or Even Exaggerates the Events As Hostile and Dangerous to the Person. In People Who Become Easily Angered, Irritated, Excited, Or Upset, This Phenomenon Can Be Easily Noticed. In Such Cases,
Obeying Commands From the Amygdala, The Person Perceives the Situation As Threatening and Starts Engaging in Defensive, Emotionalized Behaviour That Can Take Irrational Dimensions (Davidson, Jackson, & Kalin, 2000). The Person Could Be Depicted As Operating in the Emotionally Less Intelligent Mode. At This Point, An Individual Becomes Emotionally Excited, And the Body Shows Symptoms of Palpitations, Increased Blood Pressure, And Other Biological Reactions. All These Physical Reactions Occur Within the Flicker of a Moment and Could Be Summarized As an Emotional “game” Played by the Amygdala. Most People Experience Many Such Occurrences of Emotional Games in Their Lives. In Emotionally Intelligent People, The Mind Is Able to Detect This Emotional Game Played by the Amygdala, And Thus the Capacities of the Mind Are Tuned for Controlled Emotional Involvement. This Ability of the Ei Person to Pull Back and Recognize What Is Happening Inside the Mind Is Called Meta-Regulation of Mood
(Mayer, Salovey, & Caruso, 1997). In the Mature Form of Ei, The Person Is Able to Channel His Emotions Constructively and Use Those Emotions As Motivational Support for the Actions of the Rational Mind.
A Description of the High Ei Individual and Relation to Performance
Generally Speaking, Emotional Intelligence Improves an Individual's Social Effectiveness. The Higher the Emotional Intelligence, The Better the Social Relations.
The High Ei Individual, Most Centrally, Can Better Perceive Emotions, Use Them in Thought, Understand Their Meanings, And Manage Emotions, Than Others. Solving Emotional Problems Likely Requires Less Cognitive Effort for This Individual. The Person Also Tends to Be Somewhat Higher in Verbal, Social, And Other Intelligences, Particularly If the Individual Scored Higher in the Understanding Emotions Portion of Ei. The Individual Tends to Be More Open and Agreeable Than Others. The High Ei Person Is Drawn to Occupations Involving Social Interactions Such As Teaching and Counselling More so Than to Occupations Involving Clerical or Administrative Tasks.
The High Ei Individual, Relative to Others, Is Less Apt to Engage in Problem Behaviours, And Avoids Self-Destructive, Negative Behaviours Such As Smoking, Excessive Drinking, Drug Abuse, Or Violent Episodes with Others. The High Ei Person Is More Likely to Have Possessions of Sentimental Attachment Around the Home and to Have More Positive Social Interactions, Particularly If the Individual Scored Highly On Emotional Management. Such Individuals May Also Be More Adept at Describing Motivational Goals, Aims, And Missions. 
Note That the Specific Kind of Boost That Emotional Intelligence Gives the Individual Will Be Subtle, And As a Consequence, Require Some Effort to Identify. It Will Not Be Exhibited in All Social Circumstances.
Nonetheless, Ei Is Important for Performance
Some of Us Accomplish Certain Tasks with Great Ease and Sophistication; Others of Us Simply Can't Do Those Tasks. This Is the Case with Most Challenges We Face in Life. Some of Us Are Great Chess Players While Others of Us Have Trouble Just Figuring Out How the Pieces Move. Some of Us Are Fabulous Conversationalists, While Others of Us Have Trouble Just Saying Hello.
Now, The World Could Do Without the Game of Chess, And the World Could Do Without Fabulous Conversationalists, But It Would Be a Poorer Place for It.
Emotional Intelligence Is an Intelligence Having to Do with Discerning and Understanding Emotional Information. Emotional Information Is All Around Us. Emotions Communicate Basic Feeling States From One Individual to Another -- They Signal Urgent Messages Such As "Let's Get Together" Or "I Am Hurting" Or "I'm Going to Hurt You." What Ability Tests of Emotional Intelligence Tell Us Is That Only Some People Can Pick Up and Understand and Appreciate the More Subtle Versions of Those Messages. That Is, Only the High Ei Individual Understands the Full Richness and Complexities of These Communications.
Emotional Information Is Crucial. It Is One of the Primary Forms of Information That Human Beings Process. That Doesn't Mean That Everybody has to Process It Well. But It Does Mean That It Is Circulating Around Us, And Certain People Who Can Pick Up On It Can Perform Certain Tasks Very Well That Others Cannot Perform.
Everyone Needs Emotional Intelligence to Help Us Through Our Emotionally Demanding Days. Even If We Are Not Emotionally Intelligent Ourselves, We May Rely On Those Higher in Emotional Intelligence to Guide Us. But Guide Us to What? What Is It That People High in Emotional Intelligence Can See That so Many Others Are Blind To? The Key to This Lies in What Those High in Emotional Intelligence Are Particularly Good at Doing Themselves.
They're Particularly Good at Establishing Positive Social Relationships with Others, And Avoiding Conflicts, Fights, And Other Social Altercations. They're Particularly Good at Understanding Psychologically Healthy Living and Avoiding Such Problems As Drugs and Drug Abuse. It Seems Likely That Such Individuals, By Providing Coaching Advice to Others, And by Directly Involving Themselves in Certain Situations, Assist Other Individuals and Groups of People to Live Together with Greater Harmony and Satisfaction.
So, Perhaps Even More Important Than Scoring High On an Emotional Intelligence Test, Is Knowing One's Level at This Group of Skills. Discovering One's Level Means That You Can Know Whether and How Much to Be Self-Reliant in Emotional Areas and When to Seek Others' Help in Reading the Emotional Information That Is Going On Around Oneself. Whether One Is High or Low in Emotional Intelligence, Is Perhaps Not As Important As Knowing That Emotional Information Exists and That Some People Can Understand It. Knowing Just That, One Can Use Emotional Information, By Finding Those Who Are Able to Understand It and Reason with It.
This Is the Information Age. All of Us Are Dependent On Information and Using It Wisely. The Advent of the Ability Model of Emotional Intelligence Enriches Our Knowledge of the Information Surrounding Us -- It Tells Us Emotional Information Is There and That Some People Can See It and Uses It. The Model Encourages All of Us to Use Emotional Information Wisely -- Whether Through Our Own Direct Understanding, Or Through the Assistance of Those Who Do Understand.
Emotionally Intelligent Organisation (Having High Performers):

The Emotionally Intelligent Organisation I.E. An Organisation with a High Number of Emotionally Intelligent Leaders, Managers and Critical Professionals Stands to Be at the Forefront of Organisational Practice and Performance, And Is More Likely to Be an Employer of Choice.
Research Also Supports the View That Competence in Emotional Intelligence Accounts for Over 90% Of the Difference Between Ineffective Performers and Effective Performance. effective Performers Improve Business Performance and Provide Organisations with a Competitive Advantage. 
Becoming an Ei Organisation
The Decision to Become an Emotionally Intelligent Organisation Needs to Be Based On an Organisational Strategy to Improve Business Performance.
To Implement This Strategy You First Need to Define What the Core Capabilities Your Business Requires to Achieve It's Vision, Values and Business Strategies Which Include Emotional Intelligence Clusters and Competencies. You Will Also Need to Identify the More Specific Competency Profiles for Positions Within the Organisation.
This Capability Framework and Competency Profiles, And Then Forms the Basis for Your Performance Management System in Conjunction with Your Key Performance Indicators. The Performance Management System Then Becomes a Mechanism for Driving and Achieving Changes in the Workplace. 
The Framework Can Also Be Used to Support Recruitment and Selection and Other Cultural Development Strategies, Thus Ensuring a More Appropriate Match of People and Organization Goals. Some Organizations also Have an Ei Capability Assessment Tool That Identifies Individual Training Needs As Well As Providing a Picture of the Organisations Capability. 
The Next Stage Is to Grow the Emotional Intelligence Competencies Through Specific Development Programs Reflecting the Organisation’s Capability Framework.
The Emotional Intelligence Development Programs Provided by Organization Provide a Structured Pathway to Improve the Individual’s Self-Awareness, Their Self-Management and the Way They Interact with People and Develop Relationships. In Other Words It Will Grow Their Emotional Intelligence.
 if You Do Not Have a “core” Capability Framework for Your Staff, There Are Still Benefits in Introducing Emotional Intelligence Development Programs. These Are Seen Primarily Through Improved Leadership and Interpersonal Relationships and As a Result Improved Business Performance.
Research Methodology
Research Methodology Comprises of Two Words Research and Methodology.
Research Is a Process of Defining and Redefining Problems Formulating the Different Hypothesis with Suggested Solutions by Collecting, Summarizing, Organizing and Evaluating Different Data’s by Thus Reaching On Solutions with Careful Testing. Research Is Common Means Which Refer to Search for Knowledge and Methodology Is Defined As a Particular Procedure or Set of Procedures Used in Finding the Answers of Problem or Problems.
This Research Is Based On Second Hand Data.
Secondary Data: Secondary Literature Is Also Being Used Which Studies Are Made by Others for Their Own Purposes. For This We Have Used Articles From Www.Proquest.Com, Www.Ssrn.Com and Also From Times of India, Books, Journal.
Review of Literature
Rahim, Hussain, Saddam (2010) Has Investigated the Effect of Demographic Factors Like Age, Education, Job Tenure, Gender and Marital Status On the Level of Emotional Intelligence Which Leads to Organizational Performance Among Male and Female Employees. Research has Shown That the Female Segment Is More Emotionally Intelligent Than Their Male Employees in Bank Sector and There Is Inverse Relationship Between the Age of the Male and Female Employees and Ei. With Increase in Education Level, Ei has Also Improvement in It's Level. Satisfaction Level of Employees Is Also a Good Determinant of Their Performance.
Deepa, R. (2009):- Emotional Intelligence (Ei), Which Is an Ability to Manage One’s Own and Others’ Emotions Appropriately, Has Caught the Attention of Researchers in Recent Times. It has a Significant Impact On the Personal and Professional Success of Individuals. It has Been Empirically Proven That Ei Impacts the Performance and Well-Being Characteristics of Individuals and Teams, And Facilitates Organizational Effectiveness and Competitive Advantage. This Paper Consolidates the Research Activities On Ei in Four Areas Namely Conceptualization, Measurement, Impact, And Development, And Concludes with Directions for Future Research for Adapting This Concept to Indian Context.
Peter Taylor (2009) Emotional Intelligence Is the Ability to Perceive One's Emotions and to Effectively Manage One's Behaviours in Emotionally Charged Situations. It Is Also the Ability to Factor in the Emotions of Others As One Interacts with Them. In This Article the Author has Provided Tips and Techniques for Applying Emotional Intelligence to Various Scenarios. All of These Techniques Have Application in Negotiations and Supplier Development. They Are Also Essential in Leadership and Coaching. People Respond Much Better to Those Who Treat Them with Honesty, Respect and Civility.
Karen Albertsen, Et.Al(2009)The Aim Was to Examine Whether Exposures in the Psychosocial Work Environment Predicted Symptoms of Cognitive Stress in a Sample of Danish Knowledge Workersand Whether Performance-Based Self-Esteem Had a Main Effect, Over and Above the Work Environmental Factors. Knowledge Workers, Selected From a National, Representative Cohort Study, Were Followed Up with Two Data Collections, 12 Months Apart. Author Used Data On Psychosocial Work Environment Factors and Cognitive Stress Symptoms Measured with the Copenhagen Psychosocial Questionnaire and a Measurement of Performance-Based Self-Esteem. Results: Measures at Baseline of Quantitative Demands, Role Conflicts, Lack of Role Clarity, Recognition, Predictability, Influence and Social Support From Management Were Positively Associated with Cognitive Stress Symptoms 12 Months Later. Performance-Based Self-Esteem Was Prospectively Associated with Cognitive Stress Symptoms and Had an Independent Effect Above the Psychosocial Work Environment Factors On the Level of and Changes in Cognitive Stress Symptoms.
Krishnaveni, R., & Deepa, R. (2008):- Today’s Workplace Is Dynamic in Nature and Is Characterized by Time Deadlines, Cross-Cultural Teams, Work Pressures, And Work-Family Conflicts, Which in Turn Result in a Highly Stressed Work Force. These Factors Have a Negative Impact On the Well-Being of Employees and the Effectiveness of an Organization. The Individual Competencies of the Workforce Are Strong Determinants of an Organization’s Success. It Is in This Context That This Paper Explains How Emotional Intelligence (Ei) Can Be Used As a Soft Tool, To Enhance the Competencies of Individuals and Teams in Indian Organizations and Help Them to Gain Competitive Advantage
Lorenzo, Fariselli, Et.Al (2008)
As in Many Fields, Healthcare Is a Complex and Stressful Environment Where Interpersonal Interactions Are of Paramount Importance. This Study Finds That in a Sample of 68 Professional Midwives and Obstetricians in a Large Urban Hospital, Emotional Intelligence Is Strongly Predictive of Performance (66%), Stress Is Slightly Predictive (6% To 24%), And Emotional Intelligence Is Predictive of Stress Management (6.5%). The Study Elaborates On the First Finding to Identify the Differences of Effect in Seniority (For the Most Senior Employees the Effects Are Strongest) To Which Specific Emotional Intelligence Competencies Are Most Significant in This Context.
Dong, Qingwen (2007):- This Study Based On a Sample of 292 College Students Shows That Interpersonal Communication Satisfaction Can Be Predicted by Individuals’ Emotional Intelligence. Emotional Intelligence Is Operationalzed Based On Goleman’s (1998) Conceptualization Including Self-Awareness, Self-Regulation, Motivation, Empathy, And Social Skills. The Study Suggests That Those Individuals, Who Are Aware of Themselves and Others, And Who Are Able to Manage Themselves and Others, Tend to Satisfy Their Communication Experience with Others. However, The Study Indicates That Self-Esteem Does Not Have Significant Impact On College Students’ Interpersonal Communication Satisfaction. This Finding Raises Possibilities for Further Investigation in the Area. Limitations and Suggestions for Future Studies Are Provided
Rajendran, Diana Et.Al (2007) The Concept of Emotional Intelligence (Ei) Has Recently Attracted a Great Amount of Interest From Hr Practitioners and Academics Alike. Whilst the Majority of Research in This Area has Been Conducted in Western Countries, Recent Studies Have Begun to Assess the Generalisability and Validity of the Ei Concept in Cross-Cultural Settings. The Purpose of This Paper Was to Assess the Reliability of the Workplace Version of the Swinburne University Emotional Intelligence Test in an Indian Population. The Workplace Sueit Demonstrated Adequate Reliability in the Sample of 110 Participants in India, Although the Mean Scores for the Sub-Scales Were Significantly Lower Than in the Australian Normative Population. The Results Are Discussed in the Context That Ei Tests Need to Undergo Cross-Cultural Examination to Assess Their Validity and Cultural Relevance. Researchers Using Indian Workplace Samples Are Needed to Evaluate the Predictive Validity of Tests of Ei in the Indian Context.
Singh, Kavita (2007) The Concept of Emotional Intelligence has Become so Popular in the Management Literature That It has Become Imperative to Understand and Leverage It for the Sake of Enhancing the Capacity of Human Capital in Organizations. As the Pace of Change Is Increasing and World of Work Is Making Ever Greater Demands On a Person’s Cognitive, Emotional and Physical Resources, This Particular Set of Abilities Are Becoming Increasingly Important. Since Majority of the Concerns in Organization Involve People in Different Roles, Emotional Intelligence Must Become a Determining Factor for Their Effective Management. It has Also Been Found That Ultimately It Is the Emotional and Personal Competencies That We Need to Identify and Measure If We Want to Be Able to Predict Performance at Workplace Resulting in It's Effectiveness, Thereby Enhancing the Worth of the Human Capital. In This Scenario the Competencies Possessed by the People Will Have a Bearing On the Extent to Which They Can Actualize Their Emotional Intelligence. The Result Suggests That Emotional Intelligence Is Significantly Related with the Personal Competencies of Employees and the Variables of Personal Competency Namely, People Success, System Success and Self Success Have a Predictive Relationship with Emotional Intelligence.
William L Weis, David W Arnesen (2007) Interest in Emotional Intelligence (Eq) Has Grown Exponentially Over the Past Decade. Growing Along with That Popularity Is a Demand for Management Training Programs and Graduate Business Courses That Help Clients and Students Enhance Their Eq Awareness and Behaviours. So Far the Response to That Demand has Been Tepid - Limited, For the Most Part, To Educating Participants On the Theory of Eq, Offering Assessment Instruments, And Suggesting Action Plans. This Discussion Reviews the Current State of Eq Training and Offers an Outline for Changing Eq Attributes Based On a Course Developed for Graduate Business Students at Seattle University.
Wakeman, Chris (2006) “motivation Helps the Individuals to Define New and Improved Methods of Completing a Certain Task or Performing a Job. It Also Creates Loyalty Among the Individuals, Towards Their Cause. In Addition to This, The Element of Empathy Further Contributes Towards the Development of Emotional Intelligence in an Individual. It Allows the Individual to Consider the Feelings of the Individuals Who Are Expected to Be Affected by His or Her Decisions. Emotional Intelligence Helps the Individuals to Realize the Fact That Their Decisions Are Going to Affect Others in a Positive or a Negative Manner and Therefore They Should Consider the Consequences of Their Decisions. Finally, Social Skills Allow the Individuals to Come Close to Their Peers and Subordinates and Understand Their Emotional Needs."
Timothy Tumer (2006) This Study Examined the Relationships Among Employees’ Emotional Intelligence, Their Manager’s Emotional Intelligence, Employees’ Job Satisfaction, And Performance for 187 Food Service Employees From Nine Different Locations of the Same Restaurant Franchise. They Predicted and Found That Employees’ Emotional Intelligence Was Positively Associated with Job Satisfaction and Performance. In Addition, Manager’s Emotional Intelligence Had a More Positive Correlation with Job Satisfaction for Employees with Low Emotional Intelligence Than for Those with High Emotional Intelligence. These Findings Remain Significant After Controlling for Personality Factors. A Similar Pattern Was Found for Job Performance; However, The Effect Did Not Meet Traditional Standards of Significance.
Brown, F. William Et.Al (2006) This Article Presents a Framework for Emotional Intelligence, A Set of Skills Hypothesized to Contribute to the Accurate Appraisal and Expression of Emotion in Oneself and in Others, The Effective Regulation of Emotion in Emotion in Self and Others, And the Use of Feelings to Motivate, Plan, And Achieve in One's Life. They Start by Reviewing the Debate About the Adaptive Versus Maladaptive Qualities of Emotion. They Then Explore the Literature On Intelligence, And Especially Social Intelligence, To Examine the Place of Emotion in Traditional Intelligence Conceptions. A Framework for Integrating the Research On Emotion-Related Skills Is Then Described. Next, They Review the Components of Emotional Intelligence. To Conclude the Review, The Role of the Emotional Intelligence in Mental Health Is Discussed and Avenues for Further Investigation Are Suggested.
Kevin Mcguiness, Bauld, Stephen (2006) This Article Identified Some of the Critical Elements of an Emotional Intelligence (Ei) Training Program, Explain Their Importance, And Discuss Their Relationship to Other Training Efforts. When Selecting a Suitable Ei Program, Look Beyond Academic Merit for a Program with a Clear Connection to the Commercial Context in Which Purchasing Professionals Must Operate. Ei Training Lays the Foundation for Further Specialized Training in Motivational Techniques, Including Coaching and Leadership Programs. The Prospective Trainer Should Be Able to Explain How the Program Information Will Relate to Overall Organizational Strategy, And How Participants Will Achieve at a High Potential, And Demonstrate Drive, Commitment and Initiative in the Performance of Their Day-To-Day Responsibilities.
Joni Rose (2006) Employers No Longer Just Look for a Set of Industry Related Skills. They Look for Leadership Potential and That Includes a High Level of Emotional Intelligence (Ei). The Competencies That Make Up Ei Include Self-Awareness, Social Awareness, Self Management and Relationship Management. Being Aware of Your Emotional Triggers and Why They Trigger You Is Key to Practicing Emotional Intelligence Principles. Emotional Triggers Are Events or Personality Types That Cause an Intense Emotional Response. It Is Crucial to Your Professional Development That You Deal with These Triggers Head-On. They Can Cause Major Career Derailment, Severe Stress and Emotional Burn Out If Not Taken Seriously.
Joshua Freedman,Et.Al (2005) Critical Success Factors for Work and Life Are Predicted by Scores On the Six Seconds Emotional Intelligence Assessment (Sei). In a Sample of 665, Sei Scores Are Strongly Predictive of Effectiveness, Relationship Quality, Health, And Quality of Life. This Suggests That Emotional Intelligence (As Measured by the Sei) Is an Essential Element for Professional and Personal Success. Navigate Emotions: Learn From and Transform Feelings Increase Optimism: Identify Multiple Options for Changing the Future Engage Intrinsic Motivation: Build Internal Energy and Drive:-Increase Empathy: Respond Appropriately to Others’ Feelings
Pursue Noble Goals: Align Daily Choices with Principles and Purpose
James Thomas Kunnanatt (2004) In Business, It Is Growing Into a Multimillion Dollar Training Industry. Multinational Corporations and the World’s Giant Industrial Groups Are Realizing That Emotions Play an Equally Important Role As Intelligence in Enhancing Employee Performance. Daniel Goleman, Who Popularized the Concept, Argues That the Contribution of Emotional Intelligence to Effective Performance at Work Is As Much As 66 Percent for All Jobs and 85 Percent for Leadership Jobs (Goleman, 1995). Management Practitioners All Over the World, However, Are Only Beginning to Understand What Ei Is, How Ei Develops in a Person, And What Tools, Techniques, And Methods Are Available to Develop Emotional Intelligence.
Lennart Sjöberg Elisabeth Engel Berg (2004) Ei Was Measured by Performance and Self-Report Tasks. Data Were Also Obtained On Basic Values, Some Standard Personality Dimensions Such As Those Specified in the Five-Factor Model, Social Adjustment and Several Scales of Impression Management. Criteria Were Loneliness, Work-Family Life Balance and Internet Addiction, And Also Measures of Emotional and Value Deviance. Participants Were College Students in a Business Education Program Who Participated Anonymously in the Extensive Test Session, Which Took About Six Hours to Complete. It Was Found That Ei Measures - Both Self-Report and Performance - Intercorrelated As Expected, And That Ei Was Strongly Related As Expected to Criteria. People High in Ei Reported Less Loneliness, Less Internet Addiction and Better Work/studies - Leisure/family Balance. Impression Management Was More Strongly Related to Self-Report Data Than to Performance. Self-Report Data Were to a Large Extent Accounted for by Measures of Personality According to the Five-Factor Model, But Performance Measures Were Not. Finally, The Extent of Faking Was Measured and Controlled For.
Douglas, Caesar Et.Al (2004)
This Study Investigates Whether the Relationship Between Conscientiousness and Performance Is Stronger for Individuals Who Are High On Emotional Intelligence. The Results of Hierarchical Moderated Regression Analyses Supported the Hypothesis by Demonstrating That the Relationship Between Conscientiousness and Work Performance Is Positive for Individuals High (Versus Low) In Emotional Intelligence. However, The Opposite Pattern Was Found for Those Low in Emotional Intelligence; That Is, Increases in Conscientiousness Were Associated with Decreases in Performance.
Findings of Study
· There Is a Positive Relation Between the Ei and Performance of Employees.
· Emotionally Intelligent Organization Can Be Made Through Organizational Strategies, Self Awareness and Self Management Tools, Through Leadership Skills, Development Programmes.
· Age has an Impact On Ei, Because Most of the Employee’s Falls in the Age Group of 20 -30, Were Having High Scores of Emotional Intelligence.
· Individuals Who Are Having High Ei Have the Following Characteristics:
· Understand Diverse Worldviews and Are Sensitive to Group Differences
· Are Attentive to Emotional Cues and Listen Well
· Detect Crucial Social Networks
· Deal with Difficult Issues Straightforwardly
· Listen Well, Seek Mutual Understanding, And Welcome Sharing of Information Fully
· Foster Open Communication and Stay Receptive to Bad News As Well As Good
Hence We Can Say That Emotionally Intelligent Employees Have an Impact On Their Performance and These Employees Perform Well in the Organization. These People Are More Emotionally Stable and They Are Able to Express Their Emotions, These Are Motivated, They Can Empathize with Other and They Are Having Good Social Skills. To Perform Well Your Responsibilities in the Workplace You Need to Have Good Social Skills, Only Then You Can Perform Your Work Well and Can Take Work Out of the Others.
Recommendations

In the Earlier Era As We Have Seen in This Project Report There Was a Much Emphasis On Iq Only and Ei Was Not Given Much Importance but Now the Scenario has Been Changed and Organization From Iq to Ei so Here Are Some of the Recommendations for Organizations and Individuals About Ei.As Now-A-Days, A Person Is Exposed to Many Cultures and Influenced by Many Things. Organizations Earlier Used to Give Tangible Benefits to the Internal / External Customers, These Days Customers Are Looking for Fulfilment of Their Emotional Needs. Organizations in a Long Run to Maintain Customer Loyalty They Need to Take Care of Employees Emotional Needs and Behave Empathetically. Therefore Organization Should Pay Attention Towards Emotional Intelligence Needs of Employees.
· Organizations Should Choose Those Employees Who Are Having a High Level of Emotional Intelligence. Because These People Are More Emotionally Balanced and They Have a Better Understanding of Every Situation and They Can Perform Very Well in These Situations Weather It Is Stress, Happiness, Anger, Love Etc.
· Employers Should Time to Time Check the Level of Ei to Provide Them Feedback and Get Better Performance Out of Them. Because When There Is a Effective Communication Between the Two Sides Better Will Be the Results for Both the Parties Hence Increased Productivity and Performance.
· Organizations Should Give Training to Employees to Improve Their Ei, Because Ei Can Be Learned at Any Age and at Any Time in Life, It Is Not an Inborn Characteristic.
· Ei Techniques Should Be Used to Enhance the Reasoning of Employees.
· Those Companies Who Will Be Using Ei, They’ll Remain Successful in the Future, Because the Workforce Will Be Emotionally More Stable and Can Handle Under Every Situation.
· Individuals Who Are Having Lower Level of Ei They Should Work to Improve This and It Can Result in Understanding Better Your Emotions and Managing Them and It Will Be Helpful in Workplace and As a Result the Performance of an Individual Will Be Increased.
Conclusion

The Present Study has Produced Some Important Results That Have Implications for Both Research and Practice. The Study On Employee’s Emotional Intelligence and Their Ability to Perform Effectively On the Job Is Identified As They Are Able to Manage Their Emotional Intelligence, Which has a Direct Impact On Their Job. These Skills Are to Be Developed for Achieving Higher Employee Productivity and to Enhance the Image of the Organization. A Particularly Interesting Finding or Result of the Present Study Was That Emotional Intelligence of Employees Had an Impact On Their Level of Performance On the Job. This has Implications for Management, Suggesting That Organizations Could Be Profitable by Identifying the Level of Emotional Intelligence of Employees and Apply Interventions That Are Focused On the Developing Emotional Intelligence Among the Employees in the Organization. Ei Is Associated with Better Performance in the Following Areas.
· Participative Management.

· Pulling People at Ease.     
· Balance Between Personal Life and Work.  
· Straight Forwardness & Composure.     

· Decisiveness    

· Doing Whatever It Takes    
· Adaptability.    

· Confronting Problem Employees  

Most of the Organizations Are Nowadays Taking Those Employees Who Are Emotionally Intelligent, So That They Can Face the Workplace Problems Easily and They Can Become More Productive for the Organization. Emotionally Intelligent Organization Can Be Made Through Organizational Strategies, Self Awareness and Self Management Tools, Through Leadership Skills, Development Programmes. So What has Been Concluded From the Whole Project Report Is That Emotional Intelligence Is Linked at Every Point of Workplace Performance and It Is of Utmost Importance Nowadays. In the Earlier Time Ei Was Not Given Much Emphasis and Instead of That Iq Is Given More Importance. People with Iq Level Are Preferred Within the Organizations but Now the Scenario has Been Changed and Organizations Prefer Those Employees Who Are Emotionally Stable. Hence, To Be Successful in Life Eq Plays a Vital Role.
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