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EMOTIONAL INTELLIGENCE IN THE ORGANIZATIONAL BEHAVIOR OF
MANAGERS

Emotional intelligence describes the ability to understand one's own feelings and the feelings of others, and
how emotions can influence motivation and behavior in an organization. Emotional intelligence is important in
leadership, in the leader's organizational behavior, it improves self-awareness, increases responsibility, promotes
communication and the formation of trust in the team, helping leaders to perceive their emotions more positively,
which allows them to solve problems more effectively and make decisions for managing the organization.

Evaluation of the level of the managers emotional intelligence in the organization was carried out according to
the methodology of D. Goleman's five competencies by management levels during January-February 2023. A practical
self-report assessment of emotional intelligence was used for this study. The sample consisted of 30 people: 22 of
them were male (73%) and 8 were female (27%). It has been established that top managers have high values of
emotional intelligence — 17.086, middle managers — 16.86, first-line managers — 16.56. The hypothesis was formed
and proved: with the growth of emotional intelligence of managers of higher management levels, the emotional
intelligence of managers of lower management levels will also grow and vice versa. The relationship between the
number of managers at each level of management and their levels of emotional intelligence is very high: as the
emotional intelligence of managers at the highest level of management decreases, so will the emotional intelligence of
managers at lower levels of management. The statistical significance of the hypothesis was checked by the coefficient
of determination and Fisher's and Student's criteria.
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EMOLIMHUI IHTEJIEKT B OPTAHI3AIIIVIHIN ITIOBE/IIHIII MEHE/DKEPIB

EMolliiiHui1 iHTeNeKT € 37aTHICTIO KepiBHUKA pPO3yMiTH B/acHi eMOL{il Ta eMoLil iHIIIMX, a TaKOX Te, SIK TaKi
emoLlii MOXXyTb BIUIMBaTH Ha IX MOTHBAllif0 Ta OpraHisaljiiiHy moBeAiHKy. EMoLiiHMI iHTeNneKT BaX<IMBUM Yy
JifepcTBi, B opranizaiiiiHiii moBexiHii sigepa. EMorfiliHuii iHTeseKT IOKpaIye CaMOCBiIOMICTb, MTiABUILYE
BiZITIOBiIA/TEHICTD, CTIPUSIE CITITKYBaHHIO Ta (OPMyBaHHS [JOBipH B KOMaH[i, JI0MOMAarar0uu Jiifiepam CIipuUiMaTy CBOI
emMowjii GiIbII MO3UTUBHO, IO AO3BOJISIE M e)eKTHBHillle BUPIILYBaTH [MPOOIeMH Ta TIPUIMATH pillleHHs YTIpaBiHHSI
Opratisatiieto.

ITpoBeseHa oOLiHKAa piBHS €MOL[IHOTO iHTe/leKTy MeHe[KepiB B Opradizaijii 3a MeTOAWKOI IT'TH
KomreteHTHOCTel [I. 'oy/iMaHa 3a piBHSAMH YTIpaB/liHHS MPOTAroM ciuHs-moTtoro 2023 poky. IIpoBefeHO OLHKY
CaMO3BiTiB eMOLIiHOT0 iHTe/IeKTy MeHe/PKepiB B OparHisarlii 3a piBHsIMM yTipaB/iHHS. 3araibHa BUOipKa CTaHOBHM/IA
30 ocib: 3 Hux 22 ocobu uonosiuoi crati ( 73%) Ta 8 ocib xiHouoi crati (27%). BcTaHOBMEHO, 1110 KePiBHUKA
BUIL[OTO DiBHsI YTIpaB/IiHHS MarOTh BUCOKi 3HaueHHsl PiBHs eMollifiHoro iHTenekty — 17,086, cepennboro — 16,86,
Hwkyoro — 16,56. CpopMoBaHO Ta /JoBeJieHO TiroTe3y: 3i 3pOCTaHHSM eMOLifHOro iHTeeKTy MeHe/pKepiB BHIL[OTO
PiBHSI yTIpaB/IiHHS 3poCTaTrIMe i eMOLIiMHMI iHTesIeKT MeHe[yKepiB HIKUMX DIBHIB YIIpaB/iHHA i HaBMaku. 3B’s30K
MDK KUTBKICTHO KepiBHUKIB Ha KO)KHOMY DiBHI yTIpaB/IiHHSA i pIBHAMM iX eMOLJIMHOrO iHTesleKTy [y>Ke BUCOKHIL: 3i
3HIKEHHSIM eMOL{IHOT0 iHTe/IeKTy MeHe/KepiB BUILIOrO PiBHS YIIPaB/IiHHS 3HWKYBaTUMETbCS i eMOL{IMHMI iHTeIeKT
MeHe/pKepiB HIWKUMX piBHIB ympaBiiHHs. CTaTUCTWYHA 3HAuUMMICTb TiroTe3u TiepeBipeHa 3a KoedillieHTOM
JetepMiHatlii i kputepisimu diiepa, CTrofeHTa.

Knouoei cnoea: emouyiliHuil iHmenekm, pieHi ynpaenivHsi, memoou ynpaeniHHs, Aidepcmeo, opeaHizayitiHa
noeeoiHka.

Statement of the problem in a general form and its connection with important
scientific and practical tasks. A manager's emotional intelligence is an important factor in
effective team management in organizations. Some managers work on their emotional
perception, studying emotion signals to better read reactions in meetings and negotiations.
Other managers focus on using their emotions to more effectively facilitate cognitive tasks
and extend these skills to generating positive emotions to improve the performance of their
teams. Regardless of the level of management and the position held, managers must manage
and regulate their own emotions in order to ensure focus and concentration on the defined
tasks of organizational development. Therefore, emotional intelligence is the most important
skills that an effective manager can possess. A high level of emotional intelligence can affect
self-management, interaction with subordinates in the organization.

A manager's emotional intelligence is his ability to identify, assess and manage his
emotions. D. Goleman, S. Sutherland define emotional intelligence as the ability to motivate
and sustain oneself despite disappointment; control impulses and delay gratification; manage
feelings and keep troubles from overpowering the ability to think; emphasize and hope [1, p.
34]. The emotional intelligence of a manager is defined as being interested in understanding,
in the relationship with subordinates and will cope with the immediate environment in order
to achieve a greater victory in solving the needs of others.

D.Wechsler considers emotional intelligence as using feelings or making one's own
emotions work to one's advantage, using them to help guide behavior and thinking with
benefit [2]. P. Salovey, J. Mayer, D. Caruso defined that emotional intelligence is a set of
skills that contribute to the correct assessment and expression of emotions, regulation of
emotions and the use of feelings for planning, persuasion and achievement [3, p. 197-215].
Emotional intelligence is a set of emotional and social skills that help managers make positive
decisions about behavior and that ultimately leads to an increase in the effectiveness of
organizations.

Objectives of the article: to research on the dependence of the level of emotional
intelligence of managers and their positions in the organization on the levels of management.

31



EKOHOMIYHUIA ®OPYM 2/2023

Presentation of the main material of the study with a full justification of the obtained
scientific results. Scientists have conducted numerous studies related to both the concept of the
formation of emotional intelligence and its measurement. Thus, some researchers have formed a
model of emotional intelligence abilities, while others argue that emotional intelligence consists of
both cognitive abilities and personality aspects.

The ability model sees emotional intelligence as a form of intelligence and is a
cognitive ability. The model of P. Salovey and J. Mayer and D. Caruso measures the level of
emotional intelligence with the help of a test, as a degree of performance that requires the
participant to perform tasks related to emotional intelligence. In contrast, combined models of
emotional intelligence may suggest how cognitive and personal factors influence overall well-
being or focus on how cognitive and personal factors determine success in the workplace. The
Bar On model is measured by the Emotion Quotient Inventory, while the Goleman model is
measured by the Emotional Competence Inventory, the Emotional Intelligence Assessment,
and the Job Profile Questionnaire.

Emotional intelligence of the manager consists of personal and social competencies.
Personal competence includes the skills of self-awareness (noticing and correctly perceiving
one's own emotions) and self-control (awareness of one's own emotions and positively
correcting one's behavior) and is oriented towards interaction with other people. Social
competence includes the skills of social awareness and managing relationships within and
outside the organization. Social competence determines the manager's ability to understand
the mood of colleagues and subordinates, their behavior and motives in order to respond
effectively and improve the quality of relationships and the effectiveness of the organization.

Studies have shown that emotional intelligence is important when organizing a
manager's work. Scientists claim that emotional intelligence is a critical competency for
effective leadership and team effectiveness in organizations. Some theorists claim that the
emotional intelligence of managers affects the results of the organization's functioning.

S. Langhorn determined that the key areas of profit indicators are correlated with the
level of emotional intelligence of the general manager [4, p. 220-230]. J. Lyons, T. Schneider
studied the relationship between aspects of emotional intelligence on the basis of abilities,
work productivity of managers and subordinates under conditions of stress [5, p. 693-703].
Scientists found that certain dimensions of emotional intelligence were associated with greater
complexity and increased effectiveness of the implementation of management functions in the
organization. A. Hayashi and A. Ewert established a positive relationship between levels of
emotional intelligence and successful leadership [6, p. 42]. Accordingly, emotional
intelligence is defined both as cognitive abilities and as emotional competence, which are
based on performance, the ability to implement individual tasks, while emotional competence
allows you to avoid lowering the productivity of the team and its mood.

We will conduct a study on the assessment of emotional intelligence in the
organizational behavior of the management levels by the methodology of D. Goleman, J.
Mayer, P. Salovey, D. Caruso and H.A.Gorgi, A. Ahmadi, H. Shabaninejad, A.Tahmasbi, A.
Baratimarnani, G. Mehralian others [1-7]. Let's examine five aspects of emotional intelligence
of organizational managers: self-awareness (the ability to notice and understand personal
moods and emotions and their influence on postponing judgment and thinking before acting),
self-motivation (to work energetically and persistently, regardless of money or status, and to
show a tendency to achieving goals), social awareness (ability to perceive emotional
components of other people) and social skills (ability to manage relationships and form
communication networks, find a common language and interaction). A questionnaire was
used for this purpose. This questionnaire measures five components: self-awareness (seven
items), self-management (four items), self-motivation (four items), empathy or social
awareness (five items), and social skills (five items).
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The results of the evaluation of the emotional intelligence in the organizational behavior
managers on the management levels showed that 22 (73.3%) of the respondents were men and
8 (26.7%) were women (30 people in total). The age of the participants ranged from 23 to 47
years (the majority of managers belonged to the group of 30-40 years (65%), and the average
age was 33.55 with a standard deviation of 5.51. Thus, 45% of managers had work experience
of more than 10.9 years, average value — 14.24, standard deviation 7.14.

Table 1 present the results of the assessment on the scales of the managers’ emotional
intelligence in the organization.

Table 1. Evaluations according to the scales of the managers’ emotional intelligence in the

organization
. Standard Women, Men, Minimum Maximum
Indicator Value .. _ -
deviation (n=8) (n=22) |value, persons|value, persons
Consciousness 22.17 0.092 22.1 22.23 6 24
Self-management 13.30 0.283 13.1 13.5 4 26
Self-motivation 14.05 0.636 14.5 13.6 2 28
Empathy, social | ¢ 0.212 16.6 16.9 2 28
awareness
Relationship 17.89 0.191 17.75 18.02 3 27
management

Note. Compiled by the author based on survey results

Evaluations on the scales of emotional intelligence of managers in the organization
showed that self-awareness has the highest value — 22.7. Self-awareness as recognizing one's
own emotions is one of the first steps to using emotional intelligence skills in the workplace
of managers. After all, in order to recognize emotions and understand their origin, they need
to understand yourself first.

Self-management is the lowest, 13.3, which indicates that managers of the organization
do not sufficiently demonstrate the ability to manage emotions. It is known that managers
with a high level of self-management are able to adapt to changing situations and changes.
They also do not react impulsively and think about how their emotional statements affect
subordinates. Managers with a low level of emotional intelligence include insecurity in all its
manifestations, excessive self-criticism, and the inability to communicate with others.

The organization's managers have empathy at 16.75, which is more than just being
aware of how others feel; it is also the reactions of managers to the emotions of subordinates.
In the workplace, empathy allows you to understand the different dynamics between
subordinates and managers and allows you to learn how a manager's power affects the
behavior, feelings and interactions of a team.

The value of the relationship management indicator at the level of 17.89 is the ability to
form team contacts and interact with subordinates, taking into account the emotional state of
not an individual person, but the entire team of the organization. Subordinates and leaders of
the organization with high social skills are able to establish productive relationships with
colleagues and effectively promote creative ideas. They are not only excellent team players,
because they have taken on leadership roles at various levels of management. It was also
established that there was no significant difference between the emotional intelligence of men
and women — 17.75 versus 18.02.

Table 2 shows the results of the evaluation of the emotional intelligence of managers of
the studied organization by management level.

Table 2. Results of evaluation of emotional intelligence of managers of the organization by
management levels
Indicator Top managers (n=3)| Middle managers (n=10) |First-line managers (n=17)
Consciousness 22.28 22.19 22.03
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Self-management 13.7 13.2 13.0
Self-motivation 14.5 13.85 13.8
Empathy, social awareness 17.15 16.8 16.3
Relationship management 17.8 18.25 17.63

Note. Compiled by the author based on survey results

Based on the results of the evaluation, the top managers of the studied organization have a
higher level of emotional intelligence — 17.086; middle level at 16.858 (which is 2% lower than
institutional level managers) and first-line level at 16.552 (which is 2% lower than operational level
managers).

Managers' assessment of emotional intelligence showed an increase in indicators of self-
awareness, empathy and relationship management. The highest value of indicators of the level of
emotional intelligence is followed by self-awareness of the manager, the lowest — by self-
management.

The value of indicators of emotional intelligence for relationship management among middle-
level managers has the highest score — 18.25, which indicates that the middle level of management
in the studied organization ensures team interaction between higher and first line levels of
management, and this requires more frequent use of power levers, methods management, etc. It was
also established that the emotional intelligence of the managers of the organization increased with
the experience of working in managerial positions. Middle-level managers are distinguished by the
highest indicators of the level of emotional intelligence in the workplace, a manager with a high
level of emotional intelligence is a person with whom subordinates would like to work. And this
shows, however, that managers with high emotional intelligence can better control their own
impulses, consider the situation from all points of view, find mutually beneficial solutions and build
productive working relationships at different levels of management.

We will form and test the research hypothesis: with the growth of emotional intelligence of
managers of higher management levels, the emotional intelligence of managers of lower
management levels will also grow and vice versa.

Let's calculate the level of connection between the studied economic indicators: the level of
emotional intelligence of managers and their number by management level. For this purpose, we
will determine that the revealed individual values of the productive characteristic Y — the level of
emotional intelligence and individual values of the factor characteristic X — the number of managers
at each level of management have a linear character.

A linear regression equation for the relationship between all possible values of X and Y will
have the form y = bx + a. Empirical regression coefficients: b=-0.03814, a=17.2134, the regression
equation of the relationship between all possible values: y = -0.03814 x +17.2134 empirical
regression coefficients a and b are estimates of the theoretical coefficients o and 3, and the equation
reflects only the general trend in the behavior of the considered variables.

The calculation of the parameters of the regression equation was checked by other methods,
which confirmed the correctness of the obtained values of the coefficients. The correlation
coefficient of the regression equation was also calculated. It was established that the covariance will
be equal to: -1.25. Calculated sample linear correlation coefficient: 0.996.

The relationship between characteristics X (the number of managers at each level of
management) and Y (the level of emotional intelligence) can be weak and strong (tight) according
to the Chaddock scale, it is high and inverse: with a decrease in the emotional intelligence of
managers at the highest level of management, the emotional intelligence of managers will also
decrease lower levels of management.

The correlation index is equal to the correlation coefficient ry,=-0.996. The obtained value
indicates that factor X (the number of managers at each level of management) significantly affects
Y (the level of emotional intelligence). The square of the (multiple) correlation coefficient is the
coefficient of determination, which shows the share of the variation of the effective characteristic —
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the level of emotional intelligence of managers, explained by the variation of the factor
characteristic — the number of managers by management levels. R*=-0.9962=0.9929. This means
that in 99.29% of cases changes in the number of managers at each management level lead to
changes and in the level of their emotional intelligence. Therefore, the accuracy of selecting the
regression equation is high. The remaining 0.71% of the change in the level of emotional
intelligence of managers is explained by factors that are not taken into account in the model.

To assess the statistical significance of the regression and correlation coefficients, the
Student's t-test was calculated.

As the main (null) hypothesis, the hypothesis of a slight difference in values from zero of a
parameter or statistical characteristic in the general population is put forward.

Along with the main hypothesis, an alternative (competing) hypothesis about the inequality of
a parameter or statistical characteristic in the general population is put forward.

Let's test the hypothesis Hy about the equality of individual regression coefficients to zero (in
the case of the alternative H; is not equal) at the significance level a=0.05.

Ho: b=0, i.e. there is no linear relationship between variables x and y in the general
population;

H;: b0, that is, there is a linear relationship between the variables x and y in the general
population.

If the main hypothesis turns out to be incorrect, we accept an alternative one. To test this
hypothesis, we will use Student's t-test.

The value of the t-criterion found according to the observation data is compared with the table
(critical) value of the Student distribution: t.=25.452, and tu»..=11.86, so that: 11.86<25.452, then
we accept the hypothesis that this coefficient is equal to zero. With a probability of 95%, it can be
stated that the value of the parameter will belong to the found interval (16.27; 18.156).

The significance check of the regression model was also carried out using Fisher's F-criterion,
the calculated value of which is the ratio of the variance of the original series of observations of the
studied indicator and the unbiased estimate of the variance of the residual sequence for the model. A
null hypothesis was proposed that the regression equation of the relationship between X (the
number of managers at each management level) and Y (the level of emotional intelligence) is
statistically insignificant: HO: R*=0 at the « significance level. The tabular value of the criterion with
degrees of freedom k;=1 and k=1, Fun=161. Since the actual value of F<F .., the coefficient of
determination is statistically significant (the regression equation estimate between X (the number of
managers at each level of management) and Y (the level of emotional intelligence). The relationship
between Fisher's F-test and Student's t-statistic is equal to 11.86.

Managers with a high level of emotional intelligence can develop the creativity of their
employees by interacting with them and by creating a work climate that supports creativity and
innovation. Managers with high levels of emotional intelligence can create positive interactions
among employees, leading to better cooperation, coordination, and organizational behavior.
Managers with a high level of emotional intelligence help their employees in creating a good work
climate, as well as reliable relationships with customers.

Table 3 shows the recommended strategies for managing the emotional intelligence of
managers.

A manager's self-awareness allows him to use knowledge about his emotions to better
manage them, to motivate himself and create positive team interactions in the organization
under study.

Table 3. Functions and strategies for managing the emotional intelligence of managers in the
organization

Empathy, social Relationship
awareness management

| Functions for managing the emotional intelligence of managers |

Interpretive. DecodingTRegulatory. Emotional Goal setting. Activating. Flexible—[Adaptive. Ensuring the

35

Consciousness Self-management Self-motivation




EKOHOMIYHUIA ®OPYM 2/2023

emotional information. IAwareness and .
S . adaptation of the
This will contribute to . acceptance by the
: comfort and ensuring manager to the
the accumulation and manager of current . .
o the adequacy of the . capacity for congruence| requirements of the
systematization of ; . tasks, with - . . .
manager's expression of] oo in team interaction. internal and external
knowledge, the . responsibility for the .
. ; emotions. environment of the
formation of one's own result and control over .
. . .. X organization.
emotional experience. their implementation
Top managers (n=3)
Feeling of self Interpersonal
Realization of Emotional expression relationships Flexibility
strengths, individual . - . Team building . . .
A Discussion of all Problem solving . Lo Brainstorming with the
team identity, respect . e - exercises. Directing :
. emotions, identification| Focus on solutions, not . . team, solutions for
for differences. . . subordinates to define . .
- of triggers of negative problems. working with
Formation of plans for B . and perform tasks. |. - A
e emotions, methods of | Understanding the L innovations. Reminding|
elimination of . . . Determination of
managing them. benefits of showing . . the team of problems
obstacles. . . security conditions,
. Exchange of positive emotions. ! that have been solved
Acknowledging . sufficiency of
. emotions. . before.
emotions such as stress, resources, analysis of
anger, etc. fears and problems.
Middle managers (n=10)
Empathy
Self-realization Reality testing Respect for different
Defining your mission, Assertiveness Analysis of the points of view in
L T - Stress tolerance
vision and values. Use visualization strengths and making and .
. . . . Understanding stress
Encouraging the techniques to help you| weaknesses of the implementing i
. , . . D management. Shifting
establishment of one's | achieve your results. actions. management decisions. attention from the
own purpose of activity Brainstorming, Involve the team in | Recognizing emotions,
. . . . . . . . challenges of work
in accordance with the | persistence in proving | discussing problems, |helping to connect them
- v - . . processes to rest.
general mission. one's opinion. analyze them from | with emotions during
Openness to feedback. different points of view.| business meetings and
conversations.
First-line managers (n=17)
Independence Social responsibility Obtimism
. Assessment of Impulse control Finding methods of SDUIISI .
Emotional self- —— B . Focus on the team's
resources for Determination of team interaction.
awareness . .. e . strengths rather than
T independent decision- | factors of individual Behavior and .
Identification of - . A . . .| their problems to help
. . making. Subordinates motivation. stimulation of collective -
emotions, their . N the team capitalize on
choose less risky Respect for team actions in the
management. . o . those strengths.
. solutions for diversity. Respect for organization.
Perception of new . . . . . Do not accept what
. . independent work. |different points of view| Promoting consensus,
emotions and their . A . . cannot be changed and
. .. Establishing in discussing the supporting efforts to
integration in the team. . D . try to change what
emotionally management situation. | engage subordinates to
. . : - belongs to the powers.
independent behavior. be socially responsible.

Note. Compiled by the author based on [1, 6, 7, p. 222-242, 7]

Managers of the studied organization capable of self-management are much less likely
to aggressively confront and make quick decisions. Control of one's own emotions is
important in self-regulation and self-management. In cases of negative emotions such as
anger, emotional intelligence skills can help identify emotions through reflection and

introspection.

Self-motivation is fundamental to achieving one's own goals, emotionally intelligent
managers can also influence the motivation of subordinates. The ability to recognize the
emotions and, in turn, the concerns of others is a function of realizing the most effective ways

to motivate teams.

Emotional intelligence is closely related to the personal and professional development
of managers and affects how the process of making and implementing managerial decisions
takes place. Improved emotional intelligence of organizational managers is an important
element in making and implementing managerial decisions, while managers with a lower
level of emotional intelligence may resort to incorrect managerial decisions.
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Negative emotions can hinder problem solving and decision-making by managers in the
organization. The ability to recognize emotions that are superfluous to the formation of a
rational decision, and the ability to effectively ignore these emotions, denying their influence
on the final outcome, has obvious advantages for decision-making processes.

The conducted studies indicate that the proposed strategies for implementation at the
management levels in the organization will contribute to the improvement of management
decision-making and implementation and helps to understand the potential consequences of
inefficient decision-making.
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