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Emotional Intelligence
= A Master Aptitude for Effective Leadership

Shrt SR Shirodkar®
o B advent of ghodalvuanion. organssations todday have to deal with a more competitive environment. Business
gt s Icrensingty hecoming competitive and the organuatons capable of elciting best ot of thew employees

' weuld have & eEtINT adpe

FamphnTes T have hadden talenes & ;\iumabmmgkchxghaqmmmmu-mmmw Howeover
shemphoyees are ot always walling 1 put extra off

orts m the mterest of the organisation. It 18 af thas juncture, lesdership
role
e 2o iy s Crucaal

Al managers are by definiton leaders because they can atrain their goals only with the support of their team member
whomust be inspired or persuaded 1o follow them. |

n the words of Koontz & O Donnell, “Leadership is the ability of
amanager 10 induce subordinates to work with confidence & zeal ™

I a process by which a person encourages & motiva

tes others to attain an objective that makes an organization
JOPES in a umgue & in a more innovative m

anner. Leadership is more of an action rather than preaching. Itis the
ability 1o lead from the front with a passion & with a conviction of a great viston, despite many successive setbacks. It
walso taking a sense of responsibility setting as a role model with qualities like courage, commutment & conviction. It
saway ofcalling “We'. Not *I', because no

leader is successful as an individual. The challenge before the today’s
endders i 10 build a team which is cohesive, sel f-supporting & knows where it is aheading,

ip is an emotional bond, sometimes even a passionate commitment”.

5, instil confidence in those who are
ere there is hesitation, strength where there is weakness,
wardice, optimism where there is pessimism & & convic-

pace in the change of human beings o, The
is determined by the “Intelligence Quotient (1Q)", “Spiritual Qndau(.SQ)"
personal & professional fronts. Emotions bread because of social environ-
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When we have come a long way from hunter min's life through egalitar

an o4
: ; , et
beoomes maore than essential to understand the role of emotions, Decision

i ‘ ; mﬂking‘ me Cury . ‘
sible i the mind is agitated by the waves of emotions. “Nagin & Yy,
. e h
- . L (:a‘h \
Emotional Intelligence according to Daniel Goleman it “the capacity for recognisiny, "".:ql" —
. " : : : SR our \
for motivating ourselves and for managing emotions well in ourselves & in our re oWn f 4.

latio liy
. . . : . " NShine Lp)
combination of intelligence skills in the right proportion are always desireqd. With ey Ips, llfm,h “t, int
R = o s o . . . Olonat - O,
optimism, effective productivity, self-esteem, motivation, empathy, persona] int“'ragl' Nal ingy. 4
" - 0 a - -lon ¢
Emotional Intelligence combined with efficient work skills makes achievement faster SKillg . - o0

dre per
. = . s More 1('.5_;'
tive. With enhanced EQ, people think more clearly under pressure, are calmer Oclucgy, "%  enc

. . . &ICSS Stl‘cg "Q"r,
energy on mternal emotional turmoil. el e, | 5
_ . . ) il
Emotional Intelligence primarily consists of - Self- Awareness, Self-Management Self-Mog; sig
- - 7 lv i iy
Skills. b en

Role of Emotional Intelligence in Effective leadership 6.

fli
Moderm organisations are highly volatile dynamic & demand higher productivity. Tasks Canngt b e
working in fixed or routine ways. Only those who are open to innovate & respond to the Moupg ooy 7
survive. The ability of getting things done through & with people is a vital task o 18y Tt

balance their IQ skills with EI like understanding & empathy, employees might

Faleader. Ifthe}eyg,,

Ty

feel insecure & T ur

might even feel underestimated, criticised & disrespected. g
A L : : . It

These negative feelings can result in dissatisfaction among the workforce resulting into absenteeisr, PSSy e
productivity & attrition. i 4

Corporate world today is beginning to understand that the success of organization is dependent on emotiedy €
gence of its leaders. Even, recruitment & selection processes are geared towards selecting those w

hocubie I8
skills of the head & heart. Emotional Intelligence can lead to effective leadership in following ways: L
: . ; : ; r o P

1. Strategic Planning : Management is basically concerned with planning and executing these plans. Ene

mntelligent behaviour helps leaders plan better in many ways. It helps them to: Change plans as per the chir=
tions., Be open to variety of possible actions., Dare to brave the status quo., Overcome resistance Wih s ¢
persistence., Be ready to keep the plan under the shelves if they are not going to work. 2

C

. . ‘ak:'},' -
2. Motivation : Emotionally intelligent leaders are self-motivated. They understand others azj.“‘mw
. . anced OGS
valued and supported to get them motivated. To be successful, leaders must be emotionally balan - 2
S s oA
team’s motivation and productivity. They get people going, even amidst impending difficulties. They €

. ; o g . wnom,\" “

*  Secure cooperation., Reduce fear and insecurity., Allow employee participation and give &% R
cmot]o - 1¢)

3. Decision-making : Acid test to leadership success is to make decisions based upon ST gers® s

emotions are not properly dealt with in a constructive way it can lead to disastrous deCimon;mgs cleaﬂ.‘"‘g t

decisions by: Using emotions to improve thinking., Avoiding compromises, Staying calm © Secdecisions it .
 others press panic button, Balance their thoughts and eliminate reactionary feelings, Make

heart, Do not let strong emotions blind their wisdom.
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4 M_Lﬂ:snmm.\m Awareness helps leaders become aware of their strengths and weaknesses, which help

- : \ ‘ cam to-
S eraction with other employees in the leam. Emotional Intelligence helps the leader in keeping the t

in o Jtis said that 1% improvement in motional climate creates a 2% :

: ' fons igence
o Increase in revenues, Emotional Intelligen
;ﬂ the leaders : To understand their OWn ¢
ps

notional re
anal emotional balance to manage

: _ ¢ e circumstances. Strike a
actions as well as of others in various circumstances, S
anger and frustration,

: : - experience, Influ-
In making a work place an enjoyable experience,
“ate synergy, Create sense
\plc & create s s
ance P

ofbclnngimmcss. Bearole model & lead by example.

< Stress Management : In addition to mountin

. “ye A e - n-
£ tasks, leader’s inability to manage relationships with others co
putes to the stress at work place,
gributes

. - 0st
Interpersonal problems at workplace are considered to be one of the m

nificant causes of bumout. Emotionally intellj gentleaders can enable employees manage their stress & iz
:musi asm to handle challenging task at ease,

6. Conflict Handling : When people are workin
flict can create problems in work productivity. To
emotions of all concemed in any situation.

e : der.
- ce Attrition & Increase Retention : Employee attrition is one of the serious challenges before a lea

, : ‘o derin
This is due to improper work environment and resultant job discontent. Emotional Intelligence helps the leader
understanding the employees better & resolve this problem.

. : ini isting one.
8. Relationship with the customers : Attracting a new customer is far more difficult than retaining :In CXIlT-ung -
i . . ; : i telligence
[tis not only important that the leader should be emotionally intelligent but at the same time emotional intellig

NS : - : ithin the organization is of
required at every level in an organization. Hence creating an Emotional Intelligence culture within the org
utmost importance.

ing an ET culture within the organisation : Creating an EI culture within the organisation involves the follow-
Creating an F culture within the organisation :
m : - ~ .y - 2 . 3 M -

reating the EI Team : An EI team should comprise of those with good facilitation skills & an aﬂ]hatl've z;;:-

] . . . . . - . -
pmachl 5 al ted from the organisational development team, HR team, inspired xndlwd@s dedlc.at'ed to remvenht;:g th:
organisasw'ec d external consultants hired for expertise to transfer knowledge and skills b).l trammg afmd c'oac ;,;
u;m & The internal EI team should be than empowered to take on this responsibility by giving its members
internal EI team.
capabilities. . 3 el

mmgmgg the change required in the organisation : The next step in creating an EI culture is identifying the
2. j i ulr . o~ - o
change in the organisation. The change can be in the following areas:

i Leadership Styles d) Relationships
isati ici Procedures b) Work Environment ¢)
) Organisational Policies &
€) Attitude and Behaviour

3 i sSurro i e old culture and discovering new cultur
. Closure of issues surrounding the old culture and discovering new culture

g
p p

i le are wedded
i it1 tial to discover what values peop
Supporting the new ideas and methods. For this purpose, it1s very essen ver vk 5 ‘
' ; how th oom:are it with any new values. If they sense that, one views the old cultureas Wrong
10 onadaily basis and how they
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g together, differences of opinion & approach are inevitable. Con-
prevent, manage & resolve conflict, it is important to understand the

—




and new culture will put the things on right place, than it is not going to work at all. Tm
, ethis o
o .

appreciate from the heart what has been achieved under the previous culture to date, to shoy
- o respe, "lr
Pect for i LY

4. Twe-way Communication
A
Effective Communication is key to success of any organisation. The communication must be effecy;
b 1ve b

and vice versa. People behave as they are rewarded hence the ¢ i W
S e 1 . ! » finz -: ” g mtc ﬂ.'
fits including the financial ones. The strategy myg al Ul

M)%

anisation. g,

while reporting from top to bottom
all staf¥in the new approach clearly stating the bene

there is strong support for the management oftheorg

1

s ioning the programme to deliver the drea

A culture change programme to be sustainable and profitable, should consider the two most importan; ¢
ps
i

orgamsation. These are:
a) Self Awareness and b) Self Control.

Here the EI team should create a “Critical group” of advocates and exemplars of the new culture that assjg intyy

this dream into reality.
6. Pilotine the design pragmatically : Thisis the stage where the programme designed is implemented onapi
basis to test its efficacy. While deciding the area of change to begin with, utmost care should be taken to Seethm,gnr
fit is found that, if a particular area is the WOrStar)
-3

that area is selected where the chances of success are more. Eveni
begin with, as it may become too difficult for,

where the change is most desirable, it should not be taken up at least to
El team to handle it. Andifthe EI teamisnotableto handle it well than it would be really demoralising for them. Hey

such difficult area of change should not be am. but should be handled by the trainers of the El teay

handled by the EI te
i.e. by the consultant team. Hence one should start with the winner first. To sustain the new culture it is essential thy
those who will judge competence are reliable and consistent.

The pilot would then enable the organisation to decidefs
what extent it can be implemented throughout the organisation.

7. Reviewing the Pilot : No change would come overnight. The things are not going to change ata lighting spesd
But within a time span of three months the people working within the organisation would begin evidencing and reporting

personal perceptions of benefits. They may be able to quote specific examples where their new emotional intelligenct
competencies generated new business, protected existing business or increased sales or how well customer grievanc
were handled. Organisation can converta dissatisfied customer, into a potential advocate by handling his problem
really well. And thisis very much possible with the help of EI competency. The organisation can, than move ahead wit

its “Forest Fire” approachi.c. by providing the EI team members with further coaching.

8. MM&;MS is the final stage where the following things should be considered very carefully.

a) Consideringthe psychological process that people will have to go through as they perform the task, the chatét

programme should be accordingly planned.
b) Both formal and informal chains of communication should be used.
¢) Seethat everyone in the organisation receives the two important courses i.e. self awareness and the self
gin witl

d) Ifthe organisation has volume limit than it can afford to leave the middle level for some time and be

e

control




/”; as they generate more risk living with the old culture.
"N ||DC §
o O

’ sers may confront with a problem where the participant is not able 1o adjust with the subject

-~ es the et happens due to the attitude problem i.e. they do not know what they do not know Hence the
Wi

uqu!"\

a Tus ate it well in advance and give individuals extra coaching

NN
ould an
e

i certain emotional potentials, and that by recognising these potentials, it can be used 1o enhance
ym wihd
arol¥

ol

th the combination of intelligence skills in the right proportion are always desired. H igh Emotiona)

ol &12-;::“& with efficient work skills makes achievement faster, more productive & more innovative. With

! m’;g people think more clearly under pressure, are calmer & less stressed as they spend less energy on
od EC

anotionsl turmoil.

with high level of EI would certainly be more effective in his area of action than his counterpart. Thus
xd ‘a[::]ligmoe is amaster aptitude, a capacity that can affect all other abilities in aleader, resulting into effective
onal
i
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