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Abstract- The study reported in this paper was conducted to 
examine the relationship between the Emotional intelligence and 
the Personal efficacy of Managers from selected Indian 
organizations. 113 managers were selected from different 
organizations in India. The participants were asked to complete 
the ‘SREIT’ and the ‘Personal Efficacy Scale’ questionnaire. 
Data analysis and statistical calculations revealed that there is a 
significant relationship between the Manager’s Emotional 
Intelligence and their Personal Efficacy. To investigate which 
components of Emotional Intelligence might have more 
predictive power in predicting a manager’s personal efficacy, a 
regression analysis was also run. The 4 subscales of emotional 
intelligence – ‘Emotional Regulation’, ‘Facilitate Emotion’, 
‘Perceive & Appraise Emotion’ and ‘Understand Emotion’– 
were found to be good predictors of a manager’s self-efficacy. 
The conclusions and implications of the research were discussed 
with reference to the earlier findings. 
 
 
Index Terms- Emotional intelligence, Personal efficacy, Indian 
Managers, Emotion. 
 
 

I. INTRODUCTION 
n the competitive &dynamic economy of the 21st century, 
most organizations face the dilemma of becoming more 

‘Effective’ by improving Performance, restraining Costs and 
optimally leveraging their Human Resources. This has made 
‘Work Performance’ an extensively researched topic (Tyagi, 
1985; Shore & Martin, 1998; Sargent & Terry, 1998; Kessler 
et al. 2006; Hwang et al. 2008; Waldman, 1994; Loi et al, 
2001; Van Dyne et al. 2002; Kuvaas, 2006; Kuvaas & Dysvik, 
2009). Whetten and Cameron (2001) summed up the 
importance of Managers by stating “Management skills form the 
vehicle by which management strategy, management practice, 
tools and techniques, personality attributes and style work to 
produce effective outcomes in organizations”.  
However, it seems that researchers may have tended to take a 
negative rather than a proactive positive approach to both the 
academic and practice sides of managing Work Performance 
(Luthans, 2002). Most studies focus on ways to motivate 
Managers, help them overcome their resistance to change or even 

enable them to cope with stress. In a nut shell – help them 
overcome their short comings or outgrow their weaknesses. Not 
too many researchers have asked the poignant question: 
Wouldn’t it be advantageous to instead, Emphasize and Build on 
their strengths? Two such inherent strengths, that have been 
researched to enhance the skill of Managers (and other 
employees), are the inherent ability known as Emotional 
Intelligence and the pervading psychological mechanism of 
Personal Efficacy. 
Perhaps one of the most provocative ideas which emerged from 
discussions of management, concerned the possibility that a new 
form of intelligence pertaining to emotions was related to the 
performance of organization members (Goleman, 1998; Caruso 
and Salovey, 2004). In fact research has shown that factors other 
than cognitive intelligence or talent affect professional life and 
academic success (Shiplet et al. 2010).Emotional Intelligence 
has been defined a set of abilities that includes the ability to 
‘perceive emotions in the self and in others, use emotions to 
facilitate performance, understand emotions and emotional 
knowledge, and regulate emotions in the self and in others’ 
(Mayer & Salovey, 1997). The concept of emotional intelligence 
has had an unusually important impact on managerial practice 
(Ashkanasy & Daus, 2002) which has caused several 
organizations have incorporated emotional intelligence into their 
employee development programs. 
Whereas, Personal Efficacy refers to one’s beliefs about one’s 
capability to accomplish challenging goals. Also commonly 
referred to as Self-efficacy, there are various definitions of 
Personal efficacy. In context of its relationship to Work 
performance, Bandura (1986) suggests, "Unless people believe 
that they can produce desired effects and forestall undesired ones 
by their actions, they have little incentive to act. Whatever other 
factors may operate as motivators, they are rooted in the core 
belief that one has the power to produce the desired results". 
Personal self-efficacy, has also been defined as a person's belief 
in his or her capability to perform a task (Gist, 1987). 
Consequently it may be inferred that ‘Effective performance’ 
requires both ‘skills’ and ‘one’s belief in one’s abilities’ to do the 
tasks. 
And while both these topics took the research world by storm, 
with an endless list of linkages to Organizational goals, 
researchers took a little time to explore and investigate the 
linkage between these predominant pre-existing and prevalent 
aspects of Human behaviour and are still grappling with this 
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relationship in the organizational set up. In 2004, Chan found 
that "Self-efficacy beliefs were significantly predicted by the 
components of Emotional intelligence". This finding forms the 
premise of this study. Research has also indicated that Emotional 
Intelligence is positively related to self-efficacy and both of these 
variables could predict each other (Hamdy et al., 2014), while a 
few other findings showed that stress management failure and 
increased ineffective anxiety and stress were direct results of low 
self-efficacy (Salovey et al., 2002). People not believing in their 
abilities get disappointed while facing risky circumstances and 
are less likely to operate effectively. Such people are afraid of 
dealing with challenging issues and consequently their 
performance is negatively affected, leading to more feeling of 
inadequacy (Maddux, 1995). Severe anxiety can lead to 
decreased performance and consequently decreased feeling of 
self-efficacy. Therefore, a person with high emotional 
intelligence can necessarily control his emotions and deal with 
problems favourably (Rostami et al., 2010). Since it is likely 
that there is a ‘high overlap’ between these two concepts, i.e. 
Personal Efficacy and Emotional Intelligence, it is quite evident 
that synergistically they will have an extremely important role to 
play in managerial effectiveness and correspondingly Work 
Performance.  
 
Significance of the study 
Empirically it has been seen that both Emotional Intelligence and 
Personal efficacy have a plethora of benefits for the 
Organization. Theoretically high levels of EI & Personal 
Efficacy are likely to contribute significantly to Managerial 
effectiveness, through their influence on beliefs about 
competence. A Manager with high Personal efficacy and EI is 
likely to demonstrate effective managerial behaviours at the 
workplace, enhancing and ensuring task completion and 
favourable Work Outcomes. An understanding on the 
relationship between the two, shall add impetus to Managerial 
Development Programmes and help organizations train and 
select Managers accordingly. Studies investigating the 
relationship between EI and PE are rare and almost none in the 
Indian Manager context. 
Research Objectives  
The major objective of this study is to broadly examine the 
Personal Efficacy and Emotional intelligence of Managers from 
selected organizations in India. And to study the relationship of 
Emotional Intelligence and the Personal efficacy displayed by 
them. To reiterate,  

• To measure & study the Emotional Intelligence reported 
by the Managers of the selected organizations.  

• To measure the Personal Efficacy displayed by the 
Managers of the selected Organizations.  

• To analyze and establish a relationship between 
Emotional Intelligence (EI) & its dimensions with the 
Personal Efficacy (PE) demonstrated by the Managers 
of the selected organizations.  

• To measure the impact of the various dimensions of 
Emotional Intelligence on the Personal Efficacy 
demonstrated.  

 

II. REVIEW OF LITERATURE  
 
Review of the literature on Emotional Intelligence in 
Organizational contexts 
 
In 1990 Mayer and Salovey, based on Gardner’s view and 
emphasis on individual differences, introduced their complete 
model of EI and defined it thoroughly (Bar-On, 1997). Mayer 
and Salovey’s findings of EI were then popularized in Daniel 
Goleman’s books, ‘Emotional intelligence’ and ‘Working with 
Emotional intelligence’ in the years 1995 and 1998, respectively. 
Emotional Intelligence (EI) involves the recognition of emotions 
and employment of those emotions for adoption of right 
decisions in life and in human relationships, understanding of 
self and others, self-control and domination over immediate 
demands, empathy with others and positive employment of 
emotions (Akbarzadeh, 2004; Vidyarthi et al., 2014; Karimi 
et al., 2014). EI refers to the ability of effective management of 
mood and impulse control at the time of frustration and 
disappointment resulting from failure and the ability to get along 
with people, inhibit emotions in human relations and encourage 
or direct others (Goleman, 1995). Furthermore, EI allows 
significant relationships in workplace and facilitates the 
exchange of positive feelings by coordinating emotions. 
 
Needless to say, the fact that researchers would soon find a way 
to measure and enhance EI was almost inevitable. In the year 
1997, Bar-On, using his psychological experiences, made his 
emotional quotient (EQ) questionnaire. The need for a brief yet 
validated measure of emotional intelligence, based on a cohesive 
and comprehensive model of emotional intelligence was what 
prompted Schutte et al. to develop the SREIT: Self Report 
Emotional Intelligence Test is a 33 Item measure that focuses on 
4 factors: Emotional Regulation, Facilitate Emotion, Perceive & 
Appraise Emotion and Understands Emotions. As Carmeli, 2003 
pointed out, even though growing evidence indicates that 
emotional intelligence competency has the potential to improve 
performance on both personal and organizational levels, 
researchers are still only in the initial phase of understanding the 
extent to which members with high emotional intelligence would 
be more valued assets than less emotionally intelligent members 
of their organization. In fact Dulewicz and Higgs (2000) stated 
that “little research has been conducted in an organizational 
context” and “There is a need for rigorous research to underpin 
the assertion in an organizational setting”. Cherniss (2000) also 
pointed out that “EI would be more useful and interesting to 
consider how important it is for effective performance at work”. 
Pertaining to EI in the organizational contexts there have been 
several publications relating EI at the Workplace (Abraham, 
1999; Cherniss & Adler, 2000), more publications about its 
relationship with Leadership (Barling, et al., 2000; George, 
2000; Dulewicz & Higgs, 2003; Melita-Prati et al. 2003; 
Goleman et al, 2013).  There have been very few study’s that 
examined EI with respect to a set of work attitudes, work 
behaviour and work outcomes. Some examples are cited: Smith 
et al., (1969) suggested that job satisfaction is positively 
associated with the construct of emotional intelligence. EI has 
also been related to Organizational Commitment, because 
emotionally intelligent individuals would know not to hold the 
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organization responsible for every feeling of frustration 
(Abraham, 1999). Slaski & Cartwright (2002) found that 
managers high in emotional intelligence revealed less subjective 
stress and had better physical and psychological well-being. 
Gardner and Stough (2003) revealed negative relationship 
between EI and occupational stress.  
 
Review of the literature on Self efficacy in Organizations 
 
Personal or Self-efficacy is one of the key variables of Bandura’s 
social cognitive theory and one of the most important 
components of success in the field of positive psychology. Self-
efficacy is an important factor for successful performance. Self-
efficacy ensures one’s ability to control thoughts, feelings and 
activities. Self-efficacy involves one’s beliefs about his 
capabilities (Baron et al., 2016; Halper & Vancouver, 2016). 
Self-efficacy is a productive power by which cognitive, social, 
emotional and behavioural skills are organized effectively to 
achieve different goals. Therefore, self-efficacy influences the 
consequence of actions and situations which will happen in the 
future (Bandura, 1997; Baron et al., 2016). Thus, effective 
performance requires both skills and belief in the ability to 
perform those skills (Bandura, 1997). 
On reviewing the literature available it was seen that in the past 2 
decades or so, hundreds of articles on self-efficacy have been 
published in various organizational journals. Empirical evidence 
reveals that nearly every dimension of people’s lives is touched 
with self-efficacy beliefs (Pajares, 2002) and organizations are 
not the exception. Almost every area in organizational research 
has utilized self-efficacy, including training (Kozlowski et al., 
2001), leadership (Chen & Bliese, 2002), newcomer 
socialization and adjustment (Saks, 1995), performance 
evaluation (Bartol, Durham, & Poon, 2001), stress (Jex, Bliese, 
Buzzell, & Primeau, 2001; Schaubroeck, Jones, & Xie, 2001), 
political influence behaviours (Bozeman, Perrewe´, 
Hochwarter, & Brymer, 2001), creativity (Redmond, 
Mumford, & Teach, 1993), negotiation (Stevens & Gist, 1997), 
managing remote employees (Staples et al. 1998), and group–
team processes (Feltz & Lirgg, 1998). Perhaps way back in 
1989, when Landy called self-efficacy “the wave of the future” 
in work motivation research he couldn’t have been more correct. 
 
Gist et al. (1991) examined the effect of Personal Efficacy (PE) 
on the acquisition and maintenance of negotiation skills. Ozer et 
al. (1990) showed that higher PE levels result iıı the diminishing 
of negative thinking and anxiety arousal. Mathieu et al. (1993) 
found that PE is a mediator construct between individual and 
situational antecedents and training outcomes. Gibbons & 
Weingart (2001) tested concurrent influences of personal 
efficacy, assigned goals, and performance norms on individual 
performance, mediated by personal goals and task-specific self-
efficacy. Their results demonstrated simultaneous effects of 
assigned goals and normative information on self-efficacy, 
personal goals, and subsequent performance, as well as mediated 
effects of domain efficacy on performance. 
It must be noted that there are relatively only a small number of 
primary studies measuring generalized self-efficacy, there have 
been hardly any published reviews of the relationship between 
generalized self-efficacy and job performance. Although task-

specific and generalized self-efficacy are distinct constructs 
(Stajkovic & Luthans, 1998), evidence does suggest that state 
or task-specific self-efficacy is related to job performance 
(Hysong & Quinones, 1997; Stajkovic & Luthans, 1998) 
which, in turn, suggests that generalized self-efficacy may also 
correlate with job performance. Within the realm of self-efficacy, 
numerous studies have linked the Big Five traits to self-efficacy 
(Judge & Ilies, 2002; Thoms, Moore, & Scott, 1996). Other 
research has shown that cognitive ability (Phillips & Gully, 
1997) and experience (Shea & Howell, 2000) are positive 
predictors of self-efficacy. 
Personal Efficacy has been seen to affect performance in two 
ways. One directly, second indirectly by affecting first personal 
goal choice and commitment to assigned goals (Latham, 1991). 
In Locke's model, Self-Efficacy levels affect performance with 
mediating mechanisms such as effort, persistence, direction, task 
strategies (plans) in this model, Self-Efficacy and performance 
are also reciprocally related (Locke, 1984). 
Self-Efficacy also relates to Managerial competencies and 
leadership qualities are related, because perceived managerial 
competencies such as technical, conceptual and human relation 
competencies are generalized forms of Self Efficacy (Gist, 
1987). Self-Efficacy has also been related to the training vertical 
of organizations. Stevens & Gist (1997) argued that low 
efficacious individuals benefit most from training in 
organizations. Thus, they suggested that human resource 
professionals should develop their training programs to match 
employee’s efficacy levels. 
 
Review of the literature on the relationship between Self efficacy 
& Emotional Intelligence 
 
Sadly, in the past research has primarily focused only on 
"Emotions as a consequence rather than an antecedent" of 
efficacy beliefs (Sutton & Wheatley, 2003).Emmer and 
Hickman (1991) recommended researchers to explore the 
relationship between emotions and efficacy beliefs, in the 
academic scenario. Efficacy beliefs are believed to be the product 
of cognitive processing of diverse sources of information. In fact 
Bandura (1997)linked the role of efficacy to concepts of 
emotional intelligence throughout his pioneering work. He 
argued that self-awareness and control of emotions could be 
correlated with higher self-efficacy levels.  
And even though gradually there has been an incremental growth 
in the body of literature that Emotional Intelligence and Self-
efficacy exist together and interact with each other (Drew, 2006). 
Chan (2004) in his study concluded that people who have higher 
control of their emotions develop stronger efficacy, and this leads 
to higher EI. Rastegar and Memarpour (2009) assessed the 
relationship between emotional intelligence and self-efficacy 
among Iranian EFL teachers. Their findings indicated that there 
was a positive significant correlation between perceived EI and 
self-efficacy.  
 
Hypothetical Consideration: Vast research has been conducted 
individually on EI (Brackett and Salovey, 2006; Carmeli, 
2003; Schutte et al., 1998) and on Personal or self-efficacy 
(Ross, 1994; Tschannen-Moran et al., 1998), but very little 
(Chan, 2004; Fabio and Palazzeschi, 2008; Penrose et al., 
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2007) has been carried out or reported on the ‘relationship 
between these two’ (none in the Indian context). There have been 
proposed linkages between both EI and Personal efficacy with 
Managerial Effectiveness and Work Outcomes, individually. 
Since competitiveness demands that all Organizations explore 
manners in which to enhance their managerial effectiveness and 
in turn achieve their Organizational Goals, it seems that some 
research should be carried out in the Indian Managerial realm to 
examine this relationship. The findings shall contribute to the 
scarce body of research that explores the inter-relationship 
between EI & PE and also add to the research in the Indian 
context. 
 
To summarize, the present study seeks to investigate the 
relationship between Manager’s EI and their Personal-efficacy 
beliefs. It also seeks to determine how much the Manager’s EI 
contributes to the prediction of their sense of efficacy. On the 
basis of the review of literature, hypothetical considerations & 
the research objectives, the following Hypotheses were framed: 
 
H1: There shall be a positive relationship between Emotional 
Intelligence (and its dimensions) with the Personal efficacy of 
the Managers of selected Indian organizations. 
H2: All dimensions of Emotional Intelligence shall significantly 
influence the Personal Efficacy demonstrated by the Managers of 
selected Indian organizations. 
H2a: The ability to ‘Facilitate Emotions’ shall significantly 
influence the Personal Efficacy experienced by Managers in 
selected Indian organizations.  
H2b: The ability to ‘Understand Emotions’ shall significantly 
influence the Personal Efficacy experienced by Managers in 
selected Indian organizations.  
H2c: The ability to ‘Perceive & Appraise Emotions’ shall 
significantly influence the Personal Efficacy experienced by 
Managers in selected Indian organizations.  
H2d: The ability of ‘Emotional Regulation’ shall significantly 
influence the Personal Efficacy experienced by Managers in 
selected Indian organizations.  

III. METHOD 
 
Sample  
Using a cross sectional research design, 113 cross functional 
managers were chosen with the help of random sampling from 16 
organizations (convenience sampling) in India and were asked to 
participate in the survey. Managers who had at least one direct 
reportee were included.  
 
Measures  
Self-administered questionnaires were used to collect data. The 
SREIT: Self Report Emotional Intelligence Test developed by 
Schutte, Malouff, Hall, Haggerty, Cooper, Golden & 
Dornheim (1998) was utilized to measure Emotional 
Intelligence. It is a 33 Item measure that focuses on 4 factors: 1. 
Emotional regulation, 2.Facilitate Emotion, 3. Perceive & 
Appraise Emotion and 4.Understands Emotions. The scale has a 
reported reliability i.e. Cronbach alpha of 0.87. Personal Efficacy 
was measured using the Personal Efficacy Scale designed by 
Pareek (2010). It is a 20 item scale, with a split half reliability of 

0.93 and measures efficacy on 4 parameters; Cognitive 
behaviour, Affective Behaviour, Motivational Behaviour & 
Selective Behaviour.  
 
Procedure  
With the consent of 9 randomly selected organizations, the 
researcher administered the survey. An online form (in addition 
to the paper one) was made available to encourage participation 
via mobile/ laptops. 113 usable surveys were obtained, 
accounting for a response rate of 62.7 percent. 83.2 percent of the 
sample was men and 16.8 percent were female managers. While 
82.3 percent of the managers were married, 17.7 percent of the 
respondents were Single. 14.2 percent of the respondents were 
between the ages of 20-29, 66.4 percent were between the age of 
30-39, 15.9 percent were between the age of 40-49 and the 
remaining 3.5 percent of the respondents were between 50 and 
59 years of age.  
 
Data Analysis  
 
For descriptive and relational analysis, Mean and standard 
deviation (SD) of each of the four SREIT sub-scale scores were 
calculated for the whole sample. Reliability values for both 
scales i.e. Emotional Intelligence & Personal efficacy were 
calculated. Pearsons correlation was conducted in order to assess 
the strength of the relationship between Emotional Intelligence 
&Personal Efficacy. In order to identify the dimensions of 
emotional intelligence that significantly influence the feeling of 
efficacy, hierarchical regression analysis was conducted. The 
relationships between the Emotional Intelligence subscales 
(dependent variables) and Personal efficacy was evaluated by 
determining regression coefficients (standardized coefficients, β). 
A p value of <0.05 was considered significant for all tests. SPSS 
software, version 15.0 (SPSS Inc., Chicago, IL, USA) was used 
for all analyses. 
 

IV. RESULTS 
 
In total, 113 questionnaires were returned (response rate 63%) 
from 180 Managers. Demographic variables i.e. Age, Gender & 
Marital Status related information were studied. 
 

 
Table 1. Demographic variables of participants 

 

Item Category Frequency Percent

Male 94 83.2

Female 19 16.8

  Married 93 82.3

Single 20 17.7

20-29 16 14.2

30-39 75 66.4

40-49 18 15.9

50-59 4 3.5

113 100Total

Gender

Marital Status

Age
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Reliability of the instruments used to measure Emotional 
Intelligence & Personal Efficacy are shown below (Table 2). 
 

Table 2. Reliability of Instruments 
 
Descriptive statistics revealed that the Mean and SD value of the 
components of Emotional Intelligence i.e. ‘Emotional 
Regulation’, ‘Facilitate Emotion’, ‘Perceive & Appraise 
Emotion’ and ‘Understand Emotion’, were 38.91(6.74), 
29.29(3.76), 29.49(3.46) and 15.09(1.70) respectively, Shown 
below in Table 3. 

 
Table 3. Descriptive Statistics of Emotional Intelligence 

 
The components of  Personal Efficacy i.e. ‘Cognitive 
Behaviour’, ‘Affective Behaviour’, ‘Motivational Behaviour’ 
and ‘Selective Behaviour’, displayed a mean and SD of  
14.18(2.08), 12.52(2.10), 14.11(2.10) and 14.83(2.19) 
respectively, Shown below in Table 4. 
 

 
Table 4. Descriptive Statistics of Personal Efficacy 

 
In the above table the values of standard deviation for the 
dimensions of Emotional Intelligence, range from 1.70 to 6.74, 
since the data is concentrated around the mean i.e. the smaller the 
standard deviation, this indicates that the responses were not too 
concentrated. Data was also viewed from a thumb rule that 
indicates that in case the value of the standard deviation is one 
fourth of the mean value of the series, the data is high on 
homogeneity. It was reviewed and found that data was 

homogeneous for all components of Personal Efficacy. However, 
this was not the case for the response on Emotional Intelligence 
i.e. ‘Emotional Regulation’, ‘Facilitate Emotion’, ‘Perceive & 
Appraise Emotion’ and ‘Understand Emotion’ – indicating that 
all components of Emotional Intelligence had the highest 
variance in responses from Managers.  
 
The Correlation between the dimensions of Emotional 
Intelligence & Personal Efficacy was examined and subsequently 
the correlation between the sub scales of Emotional Intelligence 
and Personal Efficacy (Table 5a & 5b). 

 
Table 5a. Correlation of Emotional Intelligence & Personal 

Efficacy 
 

Table 5b. Correlation of constructs of Emotional Intelligence & 
Personal Efficacy 

 
The data indicated that Emotional Intelligence and Personal 
Efficacy were significantly related (r= 0.345 **, p=0). On closer 
examination of the sub scales it was found that out of the four 
subscales three were positively correlated with Personal Efficacy 
in a statistically significant manner. Emotional Regulation 
showed the strongest relationship (r= 0.363**, p=0). ‘Understand 
Emotion’ and ‘Perceive & Appraise Emotion’ also showed a 
moderate (positive) significant correlation with Personal Efficacy 
i.e. (r= -0.238*, p=0.011) and (r= 0.192*, p=0.041) respectively. 
Surprisingly, the data did not show a relationship between 
Personal Efficacy and the ‘Facilitate Emotion’ subscale.  
To investigate the second hypothesis (4 sub-hypothesis), 
regression analysis was used (Table 6a &b). The model 
investigated whether the ability of ‘Emotional Regulation’, 
‘Facilitate Emotion’, ‘Perceive & Appraise Emotion’ and 
‘Understand Emotion’ predicted Personal Efficacy in Managers.  
 

Scale
Cronbach's 

Alpha
Cronbach's Alpha Based 
on Standardized Items

N of 
Items

Emotional Intelligence 0.874 0.885 33

Personal Efficacy 0.734 0.743 20

Reliability Statistics 

N Minimum Mean Std. 
Deviation

Emotional 
Regulation

113 28 38.912 6.74478

Facilitate 
Emotion

113 19 29.292 3.76232

Percieve & 
Appraise 
Emotion

113 22 29.496 3.46957

Understand 
Emotion

113 12 15.097 1.7059

Descriptive Statistics 

N Minimum Mean Std. 
Deviation

Cognitive 
Behaviour

113 11 14.19 2.09

Affective 
Behaviour

113 9 12.52 2.11

Motivational 
Behaviour

113 11 14.12 2.11

Selective 
Behaviour

113 9 14.83 2.19

Descriptive Statistics 

Personal 
Efficacy

Pearson 
Correlation

.345(**)

Sig. (2-tailed) 0

N 113

Correlation

Emotional Intelligence

** Correlation is significant at the 0.01 level (2-tailed).

Emotional 
Regulation

Facilitate 
Emotion

Percieve & 
Appraise 
Emotion

Understand 
Emotion

Pearson 
Correlation

.363(**) 0.157 .192(*) .238(*)

Sig. (2-tailed) 0 0.097 0.041 0.011

N 113 113 113 113

Emotional Intelligence

Correlations 

Personal 
Efficacy

* Correlation is significant at the 0.05 level (2-tailed).

** Correlation is significant at the 0.01 level (2-tailed).
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Table 6a. Model of Regression analysis 

Table 6b. Coefficients of Regression 
 

V. DISCUSSION 
The current study was carried out primarily to examine the 
association between EI and Personal efficacy beliefs among 
Managers from select Indian Organizations. A pioneer study in 
the Indian context. There were a total of 4 research objectives 
identified, the first two required the measurement of the 
Emotional Intelligence & Personal Efficacy reported by the 
Managers of the selected organizations. This was done with the 
help of Instruments whose validity & reliability was ascertained. 
While the Emotional Intelligence reported by Managers varied 
largely the responses to the Personal efficacy scale were 
homogeneous. 
 
The next research objective was to analyse and establish a 
relationship between Emotional Intelligence (EI) with the 
Personal Efficacy (PE) demonstrated by the Managers of the 
selected organizations. This also translated into the hypothesis 
H1 – which was Accepted since a significant strong positive 
relationship was reported (r= 0.345**, p=0). This result may be 
interpreted such that Managers who felt more efficacious in their 
profession were the ones who possessed higher levels of 
Emotional Intelligence. The yielded result corroborates the 
findings of the studies conducted by Rastegar and Memarpour 
(2009) and Moafian and Ghanizadeh (2009) in academicians. 
These studies demonstrated a positive connection between 
English teachers’ EI and self-efficacy at high schools and 

language institutes respectively. Additionally, the result supports 
the findings of Chan (2004) and Penrose et al. (2007). 
 
The researcher decided to delve a little deeper and check for each 
of the four constructs of Emotional Intelligence and their 
individual linkage with Personal efficacy. This too was in 
accordance with the second hypothesis i.e. H1 – since 3 out of 
the 4 constructs that comprise Emotional Intelligence were found 
to have a statistically significant relationship with Personal 
efficacy reported by the Managers. To elaborate, the first 
construct ‘Emotional Regulation’ is the component of emotional 
intelligence that measure the skill by which one regulates or 
manages feeling of one’s self and others based on openness to all 
emotions, reflection on experienced emotions, and goal-oriented 
emotional behaviour (Mayer and Salovey, 1997). Since the 
ability to manage one’s emotions enables one to have control 
over the customer service interaction (Lam and Kirby, 2002) it 
is of relevance to all managers, since their customer could be 
internal or external. Therefore, it is only natural that this aspect 
of Emotional Intelligence correlate with the manager’s feeling of 
Personal Efficacy. The strong statistically significant (positive) 
association uncovered in this study, (r= 0.363**, p=0), bears 
testimony to the same.  
‘Understand Emotions’ involves understanding the origins and 
successful use of emotions toward certain ends. This includes 
skills such as analysing and understanding emotional 
antecedents, formulations, and outcomes (Mayer and Salovey, 
1997).With regard to Personal Efficacy, one must have some 
measure of this skill in order to fulfil organisational 
requirements. After all, in order for a Manager to be able to feel 
efficacious, (s)he must be able to understand their present 
emotional state and how it evolved, and which emotion might 
best be employed to alter the current emotional state in order to 
get the desired reaction or result. Along with perception, the 
understanding of emotion is useful to employees in working 
toward organisational goals, such as engendering customer 
rapport. One with a well-developed understanding of emotion 
will be more able to extinguish the anger of an irate customer and 
create good will for the organisation from that exchange. In fact 
empathetic concern, which evolves from emotional 
understanding (Kruml and Geddes 2000) findings indicate that, 
applies more to identification with the other’s feelings, and thus 
Such Managers are likely to be less focused on their own feelings 
and more on what the ‘customer needs’. And the more they are 
able to fulfil these needs the more shall be the feeling of Personal 
Efficacy. This theoretical association was shown to be 
statistically significant by this study’s results, r= 0.238(*), 
p=0.11. 
Perception and Appraisal of emotion. Individuals who have the 
ability to accurately perceive the emotions of themselves and 
others are better able to facilitate accurate expression of emotions 
and understand others’ expressions of emotion. Managers must 
be able to discern the emotions of themselves and others in order 
to address the cause of emotions, whether the cause is a positive 
or negative factor, and capitalise on that understanding to 
promote successful interactions (Zapf et al., 1999; Zapf, 2002). 
Capitalizing on this understanding is what makes Managers 
effective and hence is likely to contribute to the feeling of 

R Square 
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df1 df2 Sig. F 
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1 .392(a) 0.154 0.122 5.59009 0.154 4.901 4 108 0.001 1.215
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Emotion, Facilitate Emotion
b Dependent Variable: Personal Efficacy
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Personal Efficacy. The same was corroborated by the results of 
our correlation analysis, r= 0. .192(*), p=0.41. 
Emotional facilitation. This emotional intelligence skill allows 
the individual to guide or utilise emotional thought processes to 
alter emotional states (Mayer and Salovey, 1997).Abraham 
(1999) and George (2000) suggested that emotional intelligence 
facilitates the prioritisation of goals. Because of this prioritisation 
of goals, employees must be able to modify their perceptions of 
the customer service interaction in order to facilitate appropriate 
emotional responses (Grandey, 2000; Totterdell and Holman, 
2003). Since the research did not find any statistically significant 
relationship of this specific construct with Personal efficacy, it 
may be construed that when the Manager prioritizes his or her 
goals, (s)he also choses to pursue only those that fall within their 
‘coping capabilities’ hence realistically assessing the capability 
to perform might lessen the sense of Efficacy. 
 
The second hypothesis dealt with the research objective outlined 
as ‘measure the impact of various subscales of Emotional 
Intelligence on the Personal Efficacy demonstrated’. In order to 
ascertain the same, a regression analysis was carried out. The 
analysis revealed that only 1 out of the 4 subscales of the 
Emotional Intelligence influenced the Personal Efficacy 
demonstrated by the Managers of selected Indian organizations 
in a statistically significant manner- namely, ‘Emotional 
Regulation’. However it is noteworthy to mention that this alone 
contributed to 15.4% (R square value) of the Personal Efficacy 
reported by Managers. So in spite of the hypothesis being 
rejected the findings revealed a strong predictability relationship.  
Analyze and understand all the provided review comments 
thoroughly. Now make the required amendments in your paper. 
If you are not confident about any review comment, then don't 
forget to get clarity about that comment. And in some cases there 
could be chances where your paper receives number of critical 
remarks. In that cases don't get disheartened and try to improvise 
the maximum. 

VI. CONCLUSION 
A manager’s perceptions of his or her efficacy (Personal 
efficacy) influences their anticipations and scenarios about the 
future. Managers with high sense of Personal efficacy anticipate 
success and think positively about their future. Whereas 
Managers with a low sense of Personal Efficacy are likely to 
almost always anticipate failure. Given that Manager’s beliefs in 
their efficacy influences their choices, their aspirations, 
mobilization of effort in a given endeavour, resistance to 
difficulties, amount of stress and vulnerability to depression (in 
short considerably influences their effectiveness)- It is very 
alarming that research has not investigated how to predict or 
enhance this inherent skill set.  
The present study was undertaken to uncover if a relationship 
existed between two very predominant and inherent skills – 
Emotional Intelligence & Personal efficacy – both of which have 
been empirically be found to be related a varied range of 
Individual & Organizational benefits such as Organizational 
Commitment, Job satisfaction, Performance etc. And while most 
may wonder why an attempt is being made to establish a 
relationship between the two factors, Learning &Development 
practitioners shall be smiling. 

Whilst there has been a large amount of research on measuring & 
enhancing Emotional Intelligence. Efficacy has been believed to 
be mostly situational and extremely individual. Hence even 
though the benefits of an enhanced Personal efficacy are known 
to all, it is believed that very little can be done to alter it. This 
research attempts to change this belief and prove that by 
streamlining & tweaking existing Emotional Intelligence 
trainings & development centers, Organizations can enjoy double 
benefits!  
Therefore, it may be concluded, from the findings of this study 
that the influence of a Manager’s Emotional Intelligence on his 
or her efficacy beliefs is critical and considerable. It may also be 
conferred that a Manager’s emotional facets has a substantial role 
in developing his/her efficacy expectations. This would be in line 
with Gibbs’s contention. Gibbs (2003) had argued that teachers’ 
emotions and moods are a source of information that controls 
self-efficacy judgments. Sutton and Wheatley (2003) too had 
stated “emotions may account for a portion of the variance in 
self-efficacy”. 
 

VII. LIMITATIONS & RECCOMENDATIONS 
 
The present study has certain limitations that should be 

acknowledged. Relying exclusively upon self-report measures, 
could have caused the common method variance (Podsakoff & 
Organ, 1986). The cross-sectional design utilized for this study 
does not allow the establishing of causal relationships among 
study variables and limits the ability to make generalizations 
about the total population from this sample. This study focused 
only on the constructs of Emotional Intelligence, it did not 
explore the constructs (sub scales of Personal efficacy). Larger 
samples of Managers from more occupations need to be studied. 
There is also a need to examine the improvement in Managerial 
effectiveness (if any) after interventions to enhance Emotional 
Intelligence & Personal efficacy have been employed. Once the 
empirical support exists it could also form the basis of several 
HR processes. Except for a few studies in the field of academics, 
the literature on the relationship between Emotional Intelligence 
& Personal efficacy in India is negligible. Extensive research 
would be needed to understand the importance of this 
relationship.  

Pertaining to the recommendations based on this study, 
Organizations are advised to conduct workshops, conferences 
and training courses for Managers, especially for the less 
experienced ones, in which the concept of Emotional Intelligence 
must be introduced, its importance in effective management and 
the development of personal efficacy should be discussed and the 
strategies for its development must be proposed & agreed upon. 
It is also important to mention that it has found that a 
newcomer’s levels of efficacy is affected by their socialization 
and adjustments in their new organization. Also highly 
efficacious people define their roles different from low 
efficacious people do, because they believe they are competent. 
Contrarily, low efficacious people accept the definition of 
situations offered by others (Jones, 1986). Managers too must 
start to take into consideration the emotional dimensions as an 
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influential & cognitive aspect of their development and they are 
recommended to develop the abilities and skills connected with 
Emotional Intelligence, in specific Managers are also 
recommended to hone their Emotional Regulation ability. 
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