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INTRODUCTION

Jobs differ in the demands they place on incumbents to use their abilities and competencies.
Generally speaking, the more complex a job is in terms of information processing demands, the
more general intelligence and verbal abilities will be necessary to perform the job successfully
(Schmidt and Hunter, 2004). Job performance is a fundamentally important construct in
organizational practices and research. It refers to the degree to which an individual executes his
or her role with reference to certain specified standards set by organization (Nayyar, 1994).

Ever since the publications of Daniel Goleman’s first book in 1995 Emotional
Intelligence has become one of the hottest buzzword. Salovey and Mayer (1990) described
emotional intelligence as “a form of social intelligence that involves ability to monitor one’s
own and others’ feelings and emotions, to discriminate among them, and to use this
information to guide one’s thinking and actions. Emotional Intelligence has much to do with
knowing when and how to express emotions as it does with controlling.

People who know their own emotions and are good at reading others’ emotions may be
more effective in their jobs. That, in essence, is the theme underlying recent research on
emotional intelligence (Grenstein, 2001 and Ciarrochi et.al, 2001) refers to one’s ability to detect
and to manage emotional cues and information. It is composed of five dimension i.e. Self
Awareness (being aware of what you are feeling); Self Management (the ability to manage one’s
own emotions and impulses); Self Motivation (the ability to persist in the face of setbacks and
failures); Empathy (the ability to sense how others are feeling) and Social Skills (the ability to
handle the emotions of others) (Robbins, 2005 and Goleman, 1998), Whereas, the model of
emotional intelligence competence as given by Boyatzis et al. (2000) reflects four domains: Self
Awareness, Self Management, Social Awareness and Relationship Management.

Several studies suggest that emotional intelligence may play an important role in job
performance. Positive emotions can increase problem-solving skills and facilitate the integration
of information (Fiedler, 1988 and Isen, 2000). The perception and calculations of events are
filled with emotional content that significantly influences how much effort people exert.
Moreover, they are emotionally committed. People who are engaged in their work become
physically, cognitively, and emotionally immersed in experience of activity, in the pursuit of a
goal (Salgado, 1997).

However, both Goleman (1998) and Mayer et. al. (1998 b) have argued that by itself
emotional intelligence probably is not a strong predictor of job performance, rather it provides
the bedrock for competencies. Goleman,(1998) has tried to represent this idea by making a
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distinction between emotional intelligence and emotional competence. Emotional competence
refers to the personal and social skills that lead to superior performance in the world of work.
The emotional competencies are linked to and based on emotional intelligence. A certain level of
emotional intelligence is necessary to learn the emotional competencies. Finally it might be kept
in mind that emotional intelligence comprises a large set of abilities that have been studied by
psychologists for many years. The way to measure emotional intelligence or competency is
through tests of specific abilities. (Cherniss, 2000)

Singh (2003) in Indian context based on empirical process view emotional intelligence as
the ability of an individual to appropriately and successfully respond to a vast variety of
emotional stimuli being elicited from the inner self and immediate environment. Emotional
intelligence constitutes three psychological dimensions: emotional competency, emotional
maturity and emotional sensitivity- which motivate an individual to recognize truthfully,
interpret honestly and handle tactfully the dynamics of human behavior. Emotional competence
is a learned capability that results in outstanding performance at work (Singh, 2003).

Emotional competency: Constitutes the capacity to tactfully respond to emotional stimuli
elicited by various situations, having high self esteem and optimism, communication, tackling
emotional upsets such as frustration, conflicts and inferiority complexes, enjoying emotions,
doing what succeeds, ability to relate to others, emotional self control, capacity to avoid
emotional exhaustion such as stress, burnout, learning to avoid negativity of emotions, handling
egoism. Emotional maturity: Constitutes evaluating emotions of oneself and others, identifying
and expressing feelings, balancing state of heart and mind, adaptability and flexibility,
appreciating one’s point of view, developing others, delaying gratification of immediate
psychological satisfaction. Emotional sensitivity: Constitutes understanding threshold of
emotional arousal, managing the immediate environment, maintaining support, harmony and
comfort with others, letting others feel comfortable in your company. It also involves being
honest in interpersonal dealing, interpreting emotional cues truthfully, realizing communicability
of emotions, moods and feelings and having an insight into how others evaluate and relate to you
(Singh, 2003).

Beliefs about one’s ability to perform specific tasks are important part of self concept-
individual’s conception of their own abilities, traits and skills. One important part related to it is
self-esteem that is considered as the extent to which people hold positive or negative views about
themselves (Greenberg and Baron, 2000). The research on self-esteem offers some interesting
insights into organizational behaviors. Self-esteem is directly related to expectations for success.
A person expressing high self-esteem believes himself or herself to be fundamentally good,
capable and worthy. Low self-esteem is a view of one self as useless, and unworthy. At any
given time, of course, self-esteem refers to ones own evaluations of oneself.

“Self-efficacy is people's judgment of their capabilities to organize and execute courses
of action required to attain designated types of performances" (Bandura, 1986). Further working
with his associates he considered self-efficacy as beliefs in one’s capabilities to mobilize the
motivation, cognitive resources and courses of action needed to meet given situational demands
(Wood and Bandura, 1989).
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Perceived self-efficacy is concerned with judgments of how well one can execute courses
of action required to deal with prospective situations. Competency belief as referred by Wood
and Locke (1987) can stem from many sources including attributions about the causes of
previous attainments and perception of ability, adaptability, creativity and capacity for self-
control. Perceived self-efficacy can be defined as an individual's estimate of his or her capability
of performing a specific set of actions required dealing with task - situations. Self-efficacy is
hypothesized to be an important determinant of action and therefore, given the appropriate level
of skill and performance (Bandura, 1982 & 1986). Conventional wisdom holds that increasing
self-efficacy will result in increases in performance (Bandura, 1982; Bandura and Wood,
1989;Kumar and Chauhan, 2003; Stjkovic and Luthans, 1998). Although a large number of
studies reported positive relationship between self-efficacy and performance, but some
investigators observed negative relationship when the analysis is done across time (repeated
measures) rather than across individuals (Powers, 1973; Vancouver et al., 2001and Vancouver et
al., 2002). It points to a complex and confusing relationship between self-efficacy and job
performance suggesting more probes in the area.

Scientists have made attempts to investigate the relationship between emotional
intelligence and behavior at work place. Cavallo and Brienza (2002) conducted a study to find
out relationship between emotional competence and leadership excellence. Their findings
revealed that the highest performing managers have significantly more emotional competence
than other managers.

Lal and Kumar (2003) have examined the relationship between self-efficacy and
emotional intelligence of teaching faculties from various institutes in Chandigarh. Their findings
revealed that self-efficacy was positively correlated with emotional intelligence as high self-
efficacy group scored higher on emotional intelligence than the low self-efficacy group.

Mc clellend (1998); concluded that high performing managers at the Johnson and
Johnson consumer and personal care group were seen to process significantly higher level of self
awareness, self management capability and social skills-all considered part of emotional
intelligence domain.

The role of effective emotional intelligence for leaders has dramatically increased in the
recent times and has become non-negotiable. In other words, emotional intelligence skills are
essential, not optional, for the leader in the new millennium (Dunning, 2002). The researchers
have observed a strong positive correlation between leader’s emotional intelligence and
organizational performance. The more the leader exhibits competencies like initiative, nurturing
others, team leadership, self-confidence, drives to achieve and empathy, the more effective is the
performance.

There are obvious reasons why the introduction of Emotional Intelligence has raised
hopes. Most people have probably experienced, in their own lives, the severe problems that may
arise in human interaction of various kinds at various places. Thus, understanding, interpreting
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and managing emotional cues and information in social interacting situations at workplace is of
greater significance for effective dealing and performance.

In the present investigation, an attempt has been made to study the relationship between
psychological characteristics (viz. Emotional Intelligence, Self Esteem and Self Efficacy) and
job performance of the scientists.

OBJECTIVES

1. To study the relationship among emotional intelligence and self-esteem.
2. To study the relationship among emotional intelligence and self-efficacy.
3. To study the relationship among self-esteem and self-efficacy.
4. To study the relationship between self-esteem and job performance.
5. To study the relationship between self-efficacy and job performance
6. To study the relationship between emotional intelligence and job performance

RESEARCH METHODOLOGY

Sample

The present study has been conducted on a sample of 50 Scientists (ICAR) from NDRI,
DWR, IARI, and NBAGR, Karnal (Haryana). The sample was drawn using random sampling
procedure. Scientists having at least three years of experience in the same organization are
included in the sample. They were in the age range of 28 to 58 years.
Tools Used

In order to fulfill research objectives Emotional Intelligence Test, Self Efficacy Scale,
Organizational Based Self Esteem Scale, and the Work Outcome Scales were used.

1.Emotional Intelligence Test: Emotional intelligence was measured with the help of
emotional intelligence test developed by Chadha and Singh (2003). This test measures three
psychological dimensions such as emotional competency, emotional maturity and emotional
sensitivity. The test have been designed in such a way that it measures all the three emotional
dimensions and total score of the test determines the level of emotional intelligence of the
subjects. This test consists of 15 questions, which measure emotional reactions to different
situations. The subjects are required to choose one alternate response out of four for each
question. Out of 15 questions, 8 are related to emotional competency, 3 to emotional maturity
and 4 to emotional sensitivity dimensions of emotional intelligence. The scores range from Zero
to 20 for each question. The reported split half reliability of the test in case of odd-even items
is .89 and first half and second half is .91. The reported test-retest reliability by the author is .94.
The reported validity index of the test was found to by .92 (Singh, 2003)
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2. Self-efficacy Scale: The self-efficacy of the subjects was measured through a job-
specific self-efficacy scale developed by Sood (2000) – The development of the scale was based
on Banduras (1982) conceptualization of the strength and certainty for performance level. The
reliability of the scale was estimated in terms of coefficient alpha, which equals to .71. The scale
has also demonstrated satisfactory convergent validity; it yielded a loading of .69 on the factor of
work outcome.

3.Organization Based Self-esteem Scale: Organization Based Self-esteem (OBSE) was
measured by using ten items adopted from Pierce et al's., scale (1989). The scale assessed the
employees organization based self-esteem. The ten items scales adapted by Kreitner and Kinicki
(1998) have statements that represent the feelings of employees about supportiveness of work
setting and those influence organization-based self-esteem. The responses for scaled items were
rated on a five-point scale (1 to 5) ranging from strongly disagree to strongly agree.

4. Work Outcome Scale: The work outcome scale modeled after Randall et al. (1990)
was used to have fair assessment of work outcome or job performance of the subjects. The scale
consists of six aspects of work outcome in organizational settings, such as work accomplishment,
dealing with co-workers; knowledge of work assigned; management of time and resources;
sharing knowledge and information with other members and overall work performance. The rater
was required to provide rating of work performance on each area on an 11 point rating scale, a
score of one being the lowest, 11 being the highest and 6 being the moderate. The subjects made
the self-rating about themselves. They were requested to give fair responses. The reliability of
the scale was estimated in terms of inter rater coefficient. The reliability coefficient was found to
be .78 (N = 356), which can be regarded as very satisfactory (Sood, 2000).

Administration and Scoring of the tests:

In order to collect data for the present study, the subjects were approached personally.
The subjects were contacted in their respective departments and their willingness to participate in
the study was sought. They were told at the very outset that it is a part of scientific study and the
data collected will be used only for research purpose by the investigator. Since most of the
subjects were willing to participate in the testing only during their free time, they were tested
individually. All the three tests were administered according to the prescribed procedure to get
appropriate responses. Efforts were made to get maximum cooperation of the subjects, they were
encouraged to respond the way they perceive and behave in real life setting.

Scoring:

The scoring of the tests was done following procedure prescribed by the authors. For self-
efficacy, items were scored on a five-point scale indicating higher the score better the self-
efficacy. The score for negatively phrased statements were reversed for it. An overall self-
efficacy score was obtained by adding up individual item scores. Similarly for Organization
based self esteem items were scored on five-point scale indicating higher the score higher the
OBSE. An overall OBSE score was obtained by adding up individual item scores. The scoring
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of emotional intelligence tests was done according to the scoring key developed by the authors of
the tests. The score on each item can range from 0 to 20. Total score on the scale indicate the
level of emotional intelligence of the subjects. For work outcome, items were scored on an
eleven-point scale as checked by the respondent. A score of one being the least and eleven being
the most, six being the average. The scale covered six aspect of work outcome, a single score
was obtained by adding up individual item scores to represent an overall work outcome index.

RESULTS

Correlation analysis

Product moment correlation among all the seven variables viz. four of emotional intelligence,
one each of the self-esteem, self-efficacy and job performance for the raw score of 50 subjects
was computed. The inter correlation matrix is reported in Table 1. The degree of freedom being
48, correlation coefficient of .24 and .31 are significant at .05 and .01 levels respectively

The inter correlation among the four variables of emotional intelligence (i.e. emotional
competence, emotional sensitivity, emotional maturity and emotional intelligence (EQ) are in the
range of .32 to .86. All the inter correlation are positive and highly significant. This shows that
all the variables of emotional intelligence share much of their variances among themselves. The
correlation among organization based self esteem and task specific self efficacy is .92, which is
significant beyond .001 level of significance .The highly significant and positive correlation
among these two variables suggest that the measures of self concepts share much of their
variables among themselves. This suggests that the scientists who have high feeling of self-
esteem tend to possess the high self-efficacy.

The intercorrelation among self-esteem and four measures of emotional intelligence
range from .29 to .39. All the inter-correlations are positive and significant. This reveals that self
esteem share most of its variances with all the measures of emotional intelligence, suggesting
that the scientists who have high self esteem are also high on emotional competence, emotional
sensitivity, emotional maturity and emotional intelligence. Inspection of correlation matrix also
reveals that the correlation between self-esteem and job performance (r = .67,P, < .01) is positive
and significant beyond .01 level of significant. This suggests that scientists with high OBSE tend
to perform higher on other job.

The intercorrelation among the measure of self-efficacy and four measures of emotional
intelligence range from .21 to .35. Out of four, three correlations are significant and are positive.
This suggests that except emotional sensitivity all the other measures of emotional intelligence
share most of their variance with self-efficacy. The correlation between self-efficacy and job
performance (r = .68, p < .01) is positive and significant beyond .01 level of significance. This
positive association between these two measures is in expected direction.

The inter correlation between four measure of emotional intelligence and job
performance range between .03 to .19. None of the correlation crosses the .05 level of
significance. This shows that emotional intelligence has nothing to do with job performance for
the present sample of scientists.
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DISCUSSION

The general findings of the correlation analysis in the present study reveal that the two measures
of self-concept, i.e. self-esteem and self-efficacy have positive association with emotional
intelligence. The obtained correlation between self-efficacy and emotional intelligence
demonstrate that emotional competence, emotional maturity and overall emotional intelligence
are significantly correlated with self-efficacy. The relationship suggests that the scientists who
have emotional competence, emotional maturity and have moderate level of emotional
intelligence tend to perceive them high self-efficate. The present findings are in conformity with
the findings of Lal and Kumar (2003), that the self-efficacy was positively correlated with
emotional intelligence as high self-efficacy group scored higher on Emotional intelligence than
the low self-efficacy group. The relationship between self-esteem and emotional intelligence
suggests that the scientists who have moderate level of emotional intelligence are sensitive to the
emotions of self and others, exhibits emotional maturity and believe themselves to be
fundamentally good, capable and worthy in their organization thus possess high self esteem.

The obtained highly significant correlation between job performance and self-esteem, job
performance and self-efficacy suggest that people of high self perceived competence and self-
image tend to achieve higher on task performance. The obtained findings of the present study are
supported by previous findings of Judge et.al. (1998 and 2001). They obtained positive
relationship between positive self-concept, self-esteem and performance. The findings of the
present study also reveal high positive relationship between self-esteem and job performance. A
strong positive association between self-efficacy and job performance has been obtained. This
suggests that the employees with high self-efficacy perform better on their jobs. The findings of
the present study are in conformity with earlier researcher (eg. Bandura, 1989 and Stajkovic and
Luthans, 1998).

The obtained non-significant correlation between job performance and the measures of
emotional intelligence suggest that though the scientists in the present study have moderate level
of emotional intelligence, but it has nothing to do with job performance. The obtained findings
are in the unexpected direction. Singh (2003) observed that emotional competence results in
outstanding performance. Cavallo and Brienza (2002) have also obtained strong relationship
between emotional competence and effective performing leadership.

However, the findings of the present study are interpretable on the basis of the findings of
the previous researchers, who have observed that specific skills, competencies and aptitudes are
required to succeed in certain job. The role of emotional intelligence required for different jobs
have also been examined. Some jobs do not require a great deal of emotional intelligence. These
are primarily jobs, which can be accomplished individually or by working with others in a fixed,
set or structured ways (Singh, 2003). Jobs which demand interaction with other people or
working in informal teams or empathizing with and understanding others are the ones, which
require emotional intelligence.
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The present study has been conducted on the scientists. Their job design is independent in
nature and requires minimum interaction with other colleagues. Thus, emotional intelligence is
not required for successful job performance of the scientists. Whereas, the other psychological
characteristics i.e. self-esteem and self-efficacy contributes to a greater extent towards job
performance of scientists.

The findings of present study also get support from Goleman (1998) and Mayer et. al.
(1998b) who argued that by itself emotional intelligence probably is not a strong predictor of job
performance. Rather it provides the bedrock for competencies. Whereas, Cherniss (2000) has
also been describing research suggesting that emotional intelligence is important for success in
work and in life. However this notion actually is somewhat simplistic and misleading, hence
requires further probe.
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