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ABSTRACT

Title: Effectiveness of Emotional Social Intelligence in Inspirational Leadership in
Banks in Kerala

Ms Sangeetha U _ Research Supervisor: Dr. Salini K
Full-Time Research Scholar Assistant Professor _

P G Departmerit of Commerce and Research P G Department of Commerce and Research
Vimala College (Autonomous), Thrissur Vimala College (Autonomous), Thrissur

The present study investigates the effectiveness of emotional social intelligence in inspirational
leadership in banks in Kerala. The inspirational leadership pattern of branch managers in banks
were assessed from the perspective of employees working in banks. Today the concept
emotional social intelligence became very significant in the modern business world. It is
concerned with knowing and understanding the emotions and feelings of oneself and those of
others and controlling and managing the same. To be emotionally socially intelligent especially
a person in a leadership position is not an easy task. There are many leadership styles or pattern
preferred by the managers in the organization. Inspirational leadership is one such leadership
style preferred by the managers who are able to inspire the workforce around them to achieve
desired objectives or goals. These leaders influence others without using coercive power. They
give more importance to the people’s beliefs and feelings. Likewise, people in the organization
demanding such leaders with the ability to influence them with their ideas, works and
behaviour. There are many studies supported the positive relationship between emotional
intelligence and leadership styles especially transformational leadership. Not only with the
leadership but also emotional intelligence has an influence on many factors such as job
satisfaction, effective job performance, employee engagement etc. But studies in relation to
emotional social intelligence and inspirational leadership is very limited. There is no studied
yet reported on inspirational leadership in Kerala as well as in India. And also, the studies with
respect to emotional social intelligence conducted in Kerala as well as in India is also very
limited. Therefore, it is come to understand that there is a huge research gap in the field of
emotional social intelligence and inspirational leadership in Kerala as well as in India. This
study may give an insight on the concept’s emotional social intelligence and inspirational
leadership and how far the emotional social intelligence of branch managers influences or
predict their inspirational leadership pattern in banks.

The research design followed by the researcher is descriptive in nature. The sample group of
the study consist of branch managers in banks and the employees working under them subject
to certain conditions. Multi-stage stratified random sampling method was adopted for the
selection of branch managers in banks and purposive sampling method was adopted for the
selection of employees working in banks. There were 360 branch managers and 400 employees
taken for the study. Analysis of the data shows that, there is a relation between emotional social
intelligence and inspirational leadership pattern of branch managers in banks in Kerala. But
not all the elements of ESI influence the inspirational leadership pattern of branch managers.
The most significant element of ESI influences the inspirational leadership pattern is self-
awareness and its effectiveness in predicting the inspirational leadership is high. Along with
these findings, the study also investigates about the managerial as well as the leadership skills
of branch managers in banks. This study contributes to the existing body of knowledge of
emotional social intelligence as well as inspirational leadership.

Keywords: emotional social intelligence, Self-awareness, Managerial skills, Leadership

skills, Inspirational leadership
Dr. SALINI K.
~ Assistant Professor
Department of Commerce

Vimala College (Autonomous)
Thrissur - 9



Mio(NaNo

CHOBSOMIOL! MIIBNHEND (aIG2lIBMICDHRIW EMDIDIOT IO ONMUBIB]H MVID}aN e NYEUY]
@OS aNelinldalOWEN0 2] Meineel alomo @REMIH]HNM). AIIEHE 1AL (6Ni0em] AICMRABRIIS
(/G219BMITDEHAIW BMMIlISOlo NIIEEHEMS ¢20ell £al@)M Z1UMBNROS (U leHeMBE06M @3
mam} aNeiwloyem). i @rwm e enilmImms GRI0E:MD) HBNUB:I@ 18 MOBJN 18 MNREUT af)M @RI
AUSOO  (OWOMIABN1ENM). OMCaN@lo ANSSNUMES®Yo (0B @O IWIB®)0
MM 1LINSMNGBWI0 @R MO HNBWI0 OEEIVL0 Oal@GH@0 Oal@IMMIET HOUEID 16
moManle: ML) 0ONIGIR1GHAWT MVIMN1HA0@]  MREUIRIMIRBENE, (ICMI®:l] 60)
EM@LMNINOMSS GB0) NUIBM 06 af)RIMBS HIVIDL]. MINIIMEBBE1T3 BICMRBRIB aB@eSIM
MW EMOIO] 66U ldhES9 aldGQIMECEI O6NE. BRNUUIIMES LIBHIEBBRUE EMSYMMIM 2NMEs
oMI9121081H08 (nIG21031a 1860008 HYINNSs M0EMR2AEIE@ @ 1ROTMS)HNNM @RMOMEo CMMDLM
00 (G2IIBMITRS CGMMIMIo. T CMMIGHNUT MIBUMWI® (oM DalEWIUTENIOD
aqesaeo oW lmlenm). amssn@es alueldnueBudano Nle:-006BBU8HMo @RNIG@ @S
(I9WIM o M@ILYM). BRMIGIIELL, MINIaIMOETD 1)L BRRIGHOS, @YUBWEEBRU, (I O10) 1603, 6)nl@}RIQ0
agMmic@lenns @eaueo  qulowImlendimd HEINes @oomEe  CMMILNNS  @RNUULERISIAM.
O6ONUBIB S VIR0 EMMmID. aawelie MmeRss meal MWeom allomemamnm mleniw)
AlOMEBRSIENS, (alGMYB: )] al@UBOMM CMMIMIo. CMNMIMINAIW] DIUMDL, HONUBID L NEYIHE
6202l Mo@mingl, alLIIGEI® 6R0efl (aldSMo, ZIAUMBNIRES DSalPH@E S MW
PISHHEERE 1M MUIOWIMMENS. af)MIT3 ONUMID B MIMaT 1 MRV, (AIG2IIBMITAL EGMMIMIo
oM@ MINWEYS alOMEBBUE QSO  olE1Z @26,  GHE8Em o  mamywleno
(nIG219BMITDEHAIQW CNMIMIOHOMHNN 2] HANUAD B@) oMo (1EAIBS MalYeSISIEl. E)SIOM,
GHOSOM 12jo HAMIWIRN0 MSHNM OENUBIO 1H MDY 18 NREVIWINIWT MIMDEAS AlOMEBBS)0
86O o1 1MAEN). GRME®:IMNE @O, CHOESOM N0 MIMIWILNo OONUEBIR]E VBN
anNEUI@IOS®)0 (IG2IIBMITASL CMMIMIOD 1B 60®)0 CaaaI1d e/l neniadem ailsal oaensm)
MY 12I066908 HY1Io. HD alOMo HOMUBID 1 MVIDJaN1d NNEYIOEMN0 120 (alG210BMITRBHAIW
CNMIOINDOMHNN 20 BD) DUBHHIL MTIE:1EWHH0. (NI MICMRABRIVES SN UBID 1 NI 1>
NREUT ENINE ST @RAIMYES (alGaldBMICDE: GNMIMI 1MW af@EOMIso MWl leeymmy
@06)2185 103 (a1 2l l8OMIOCUM] (@ 161U Heymy

NBOUHBM oIS NENUHEM B)ald:@e]M QANNIEEMITAGBAI). alOM@MM@oe0 muomilud W)efl@d
nIoEHE1eel (en1emi moem2@momie aflel MMM WBHs NNeL®aoR] @eMIABHS & 1¢1md ¢=oell
621 UM B0 OUFORSYM. NI @3 (ENI0AD] AIECMRBRIN O 1OETSIENMM M) A3 -
eME MisIQleeann) 00Mo Mdoqdloti @IMIW)e eUIEHS]IE3 @20eil §a1TM 21UMENI6e®
®1R60MSIENMD 0T al@eglomlnl Mdoqdlot) @lMIWo M 1E:®@12)). 360 (ENIJeRI AICMRE@IM0 400
210N HH@AANT alOM@D MOV afSIOD.

CHOBOM ORI NIIBHSIOR]  (eNIdemI  MICMRADIMOS  OONUHID I MBI  NNEYI)0
(nIGalOBMOODE: EMMIDM] @MW @ANT AIMLAMONEM WIQWIES AUBMDHEIMo  B06M 18630,
a)MI@ OBV H  MUIDJaNTE MRBUT @IS afRI0 “LISHEERSle (6NI0AT  MICMRAMIDIOS
(aGal0BMITDH CNMIM] BIMIBHO®  MUIdWIMIenM1el.  (al@aldBMICREMIRW  EMMIIISOIEDD
oWl 1LM aBQNR0 (AlWIMER]S “RISdho MVIWo @RAIGNIOWAINNT, (AIG2I0BMICRE: MM IBIHDED
(el aleMMIE3 @RMIMBEO0 alLllnldnf]@o dSWBMDmIENT. BV BHEMROIMEEBERINSI]o, IS 6L
(6N196@1 MOEMRBRIIOS AICMRA HENIBUIRUI0 CMDIDIalRAI® B 1NNEUE af)MIUOWENO 120 alOMo
@REMIaH1HM). DD lOMo HONUGHIT 1 MVIMIaN 1 NREUIH®WY0 (IGal0BMICAE: CMMIDOIOEMW])0
&0 N2pss meine)ss @0 1NGeIHs MoBINIM §)al@m).

M)ald alGEERUE: OOMUMIGIS MUIMaN1S 6enEV], Mo @RAUIGNIIWo, @IeMmEaands
S 1B U8, BN HP 10U B, (alG2106MICASL: CMDI®).Io

é/ Dr. SALINI K.

Assistant Professor
Department of Commerce
Vimala College (ALtonomous)
Thrissur - 9



CONTENTS

Title Page No
Certificate

Declaration

Acknowledgement

Abstract

Contents

List of Tables

List of Figures

Abbreviations

Chapter I: Introduction and Research Methodology 1-21
Chapter II: Review of Literature 22-73
Chapter III: Theoretical Framework 74-111
Chapter IV: Data Analysis and Interpretation Part I 112-148
Chapter I'V: Data Analysis and Interpretation Part 11 149-237
Chapter V: Summary, Findings and Conclusions 238-250
Chapter VI: Suggestions, Implications and Scope for Further Research 251-255
Chapter VII: Recommendations 256-257
Bibliography 258-273
Appendix 274-303




LIST OF TABLES

Table Name of the Table Page No
No

3.1 Bar-On Model of Emotional Intelligence 101

4.1.1 Socio-Demographic Profile of the Bank Branch Managers Selected | 113-114
for the Study

4.1.2 Frequency Distribution of Type of Bank, Region and Length of 114
Service of Branch Managers in Banks

4.1.3 Frequency Distribution of the Number of Branch Managers taken 115
from each bank Selected for the Study

4.14 Frequency Distribution of Socio-Demographic Profile of Employees | 116
Working in the Banks

4.1.5 Frequency Distribution of Type of Bank, Region, Length of Service | 117
and the No. of years in which the employees know about their
Present Branch Manager

4.1.6 Frequency Distribution of the Number of Employees taken from 118
each Bank in Kerala

4.1.7 Threshold Values of Measures in CFA for Managerial Skills of 120
Managers in Bank

4.1.8 Regression Estimates 122

4.1.9 Convergent and Discriminant Validity of the Model of Managerial 123
Skills of Managers in Banks

4.1.10 KMO and Bartlett's Test 126

4.1.11 Total Variance Explained 126

4.1.12 Rotated Component Matrix 128-129

4.1.13 Reliability Analysis of Leadership Skills of Managers in Banks 131

4.1.14 KMO and Bartlett's Test 132

4.1.15 Total Variance Explained 133

4.1.16 Rotated Component Matrix 135-137

4.1.17 Reliability Analysis of Inspirational Leadership Pattern of Managers | 138-140
in Banks

4.1.18 Threshold Values of Measures in CFA for Inspirational Leadership 141
Pattern of Managers in Banks

4.1.19 Regression Estimates 142-143

4.1.20 Convergent and Discriminant Validity of the Model of Inspirational | 144
Leadership of Managers in Banks

4.1.21 Normality Test of Managerial Skills of Managers in Banks 146

4.1.22 Normality Test of Leadership Skills of Managers in Banks 146

4.1.23 Normality Test and Homogeneity of Variance Test of Emotional 147

Social Intelligence of Managers in Banks




4.1.24 Normality Test of Inspirational Leadership Pattern of Managers in 148
Banks

42.1 Levels of managerial skills of managers in banks 150

422 Gender-wise analysis of managerial skills of managers in banks 152

423 Age group wise analysis of managerial skills of managers in banks 153

424 Education wise analysis of managerial skills of managers in banks 155

4.2.5 Marital status wise analysis of managerial skills of mangers in 156
banks

4.2.6 Type of family wise analysis of managerial skills of managers in 157
banks

4.2.7 Length of service wise analysis of managerial skills of managers in | 159
banks

4.2.8 Region wise analysis of managerial skills of managers in banks 160

4.2.9 Type of bank wise analysis of managerial skills of managers in 162
banks

4.2.10 Levels of leadership skills of managers in banks 164

4.2.11 Gender wise analysis of leadership skills of managers in banks 166

4.2.12 Age wise analysis of leadership skills of managers in banks 168-169

4.2.13 Education wise analysis of leadership skills of managers in banks 170-171

4.2.14 Marital status wise analysis of leadership skills of managers in 172
banks

4.2.15 Type of family wise analysis of leadership skills of managers in 174-175
banks

4.2.16 Length of service wise analysis of leadership skills of managers in 176-177
banks

4.2.17 Region wise analysis of leadership skills of managers in banks 179

4.2.18 Type of bank wise analysis of leadership skills of managers in banks | 181-182

4.2.19 Descriptive statistics of emotional social intelligence of managers in | 183
banks

4.2.20 Gender wise analysis of emotional social intelligence of managers 184
in banks

4.2.21 Age wise analysis of emotional social intelligence of managers in 185

banks




4222 Educational qualification wise analysis of emotional social 186
intelligence of managers in banks

4.2.22.1 | Kruskal Wallis Test 186

4223 Marital status wise analysis of emotional social intelligence of 187
managers in banks

4.2.24 Type of family wise analysis of emotional social intelligence of 187
managers in banks

4.2.25 Length of service wise analysis of emotional social intelligence of 188
managers in banks

4.2.26 Type of banks wise analysis of emotional social intelligence of 189
managers in banks

4.2.27 Region wise analysis of emotional social intelligence of managers 189
in banks

4.2.27.1 | Kruskal Wallis Test 189-190

4.2.27.1. | Post-hoc tests 190

1

4.2.28 Levels of inspirational leadership pattern of managers in banks 191

4.2.29 Gender wise analysis of inspirational leadership pattern of managers | 193-194
as perceived by employees in banks

4.2.30 Age group wise analysis of inspirational leadership pattern of 195-196
managers as perceived by employees in banks

4.2.31 Education qualification wise analysis of inspirational leadership 198
pattern of managers as perceived by employees in banks

4.2.32 Marital status wise analysis of inspirational leadership pattern of 200-201
managers as perceived by employees in banks

4.2.33 Length of service wise analysis of inspirational leadership pattern of | 202-204
managers as perceived by employees in banks

4.2.34 The no of years in which the employees know about their branch 205-206
manager wise analysis of inspirational leadership pattern of
managers as perceived by employees in banks

4.2.35 Region wise analysis of inspirational leadership pattern of managers | 208-209

as perceived by employees in banks




4.2.36 Type of banks wise analysis of inspirational leadership pattern of 210-211
managers as perceived by employees in banks
4.2.37 Levels of emotional social intelligence of managers in banks 214
4.2.38 ANOVA table 215
4.2.38.1 | Estimators 215
4.2.39 ANOVA table 217
4.2.39.1 | Estimators 217-218
4.2.40 ANOVA table 219
4.2.40.1 | Estimators 219-220
4.2.41 ANOVA table 221
4.2.41.1 | Estimators 221-222
4.2.42 ANOVA table 223
4.2.42.1 | Estimators 223-224
4.2.43 ANOVA table 225
4.2.43.1 | Estimators 225-226
4.2.44 ANOVA table 227
4.2.44.1 | Estimators 227-228
4.2.45 ANOVA table 229
4.2.45.1 | Estimators 229-230
4.2.46 ANOVA table 230
4.2.46.1 | Estimators 231




LIST OF FIGURES

Figure No Name of the Figure Page No

1.1 Conceptual Model used for the Study 13

4.1.1 Measurement model of managerial skills managers in banks 124

4.1.2 Scree plot 127

413 Scree plot 134

4.14 Measurement Model of Inspirational Leadership of Managers in 145
Banks

42.1 Levels of managerial skills of managers in banks 151

422 Gender-wise analysis of managerial skills of managers in banks 152

423 Age group wise analysis of managerial skills of managers in banks | 154

424 Education wise analysis of managerial skills of managers in banks | 155

4.2.5 Marital status wise analysis of managerial skills of mangers in 156
banks

4.2.6 Type of family wise analysis of managerial skills of managers in 158
banks

4.2.7 Length of service wise analysis of managerial skills of managers 159
in banks

4.2.8 Region wise analysis of managerial skills of managers in banks 161

4.2.9 Type of bank wise analysis of managerial skills of managers in 162
banks

4.2.10 Levels of leadership skills of managers in banks 165

4.2.11 Gender wise analysis of leadership skills of managers in banks 167

4.2.12 Age wise analysis of leadership skills of managers in banks 169

4.2.13 Education wise analysis of leadership skills of managers in banks | 171

4.2.14 Marital status wise analysis of leadership skills of managers in 173
banks

4.2.15 Type of family wise analysis of leadership skills of managers in 175
banks

4.2.16 Length of service wise analysis of leadership skills of managers in | 178
banks

4.2.17 Region wise analysis of leadership skills of managers in banks 180




4.2.18 Type of bank wise analysis of leadership skills of managers in 182
banks

4.2.19 Levels of inspirational leadership pattern of managers in banks 193

4.2.20 Gender wise analysis of inspirational leadership pattern of 195
managers as perceived by employees in banks

4.2.21 Age group wise analysis of inspirational leadership pattern of 198
managers as perceived by employees in banks

4222 Education qualification wise analysis of inspirational leadership 200
pattern of managers as perceived by employees in banks

4.2.23 Marital status wise analysis of inspirational leadership pattern of | 202
managers as perceived by employees in banks

4.2.24 Length of service wise analysis of inspirational leadership pattern | 205
of managers as perceived by employees in banks

4.2.25 The no of years in which the employees know about their branch 208
manager wise analysis of inspirational leadership pattern of
managers as perceived by employees in banks

4.2.26 Region wise analysis of inspirational leadership pattern of 210
managers as perceived by employees in banks

4.2.27 Type of banks wise analysis of inspirational leadership pattern of | 213
managers as perceived by employees in banks

4.2.28 Levels of emotional social intelligence of managers in banks 215




ABBREVIATIONS

AGFI Adjusted Goodness of Fit Index
ASV Average Shared Variance

AVE Average Variance Explained
CEO Chief Executive Officer

CFA Confirmatory Factor Analysis
CFI Comparative Fit Index

CMIN/DF Minimum Discrepancy of Confirmatory Factor Analysis/Degree of Freedom

CR Composite Reliability

EFA Exploratory Factor Analysis
EI Emotional Intelligence

EQ Emotional Quotient

ESI Emotional Social Intelligence
GFI Goodness of Fit Index

1Q Intelligent Quotient

KICS Knowledge Intelligence Collaboration Synergy
KMO Kaiser Meyer Olkin

KS Kolmogorov Smirnov

MSV Maximum Shared Variance

RMSEA Root Mean Square Error of Approximation
SRMR Standardized Root Mean Square Residual
SWO Single Widow Operator

TLI Tucker Lewis Index



CHAPTER 1

INTRODUCTION AND RESEARCH
METHODOLOGY



1.1 Introduction

In a workplace, the most important attribute contributing to overall success of the organization
is emotional intelligence. The capacity of an individual to manage the emotions helps to
maintain healthy relationships within the organizations. Because, the people in the
organizations are from different family background, their culture, behavior, attitude everything
may change. To an organization is concerned, handling the workforce is a crucial task to a
manager or leader. There exists a diversity among the workforce. The importance of the concept
emotional intelligence in the workplace is due to the widespread recognition of abilities such
as self-awareness, self-management, empathy and social skills. It separates the most successful
leaders and workers from the average one. It is found to be true in roles like professions and
higher-level executives. Because everyone in the organization is equally smart as everyone, the
only factor that distinguish is the ability to how these people manage themselves and their
relationships. The two main reasons for the importance of EI in the workplace is that it is linked
to higher job satisfaction, for those who have high-level of EQ and the persons who are working
under with high-level of EQ and it is strongly related with the job performance (Ackerman,
2018). Emotional intelligence has an impact on the job performance. People in an organization
both leaders or managers and the workers who have emotional stability can greatly manage
their emotions and tolerate stress. These people are found to be conscientious and extravert.
They work hard for the accomplishment of goals and very open and able to handle the
relationships with others.

People with emotional intelligence can understand the different emotions going through one’s
mind and they know how it influences the behavior of oneself and those of others. To a person
is concerned to manage the emotions of oneself is possible to a certain extent. Because the
person is well aware about the emotions, the reason behind those emotions and its impact. But
it is very hard to manage the emotions of others. We cannot control someone’s emotions or
behavior. But once, we identify the character of that person, we can easily identify the different
moods or emotions felt by the person, understand them and interact with them accordingly.
Emotionally intelligent people have positive mindset, they are seen to be more contented,
dedicated and loyal to their profession and organization that leads to the creation of favorable
environment which in turn improves performance (Miao et al., 2017). Emotional intelligence
has a significant role in determining organizational performance. It helps to advancing
organizational objectives, improved delivery services to the organization and to the
stakeholders. Among the public administrators, the positive significant effect of EI enables

them to have a better sense of control of their learned capabilities leading to increased self-
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confidence among them. High-level of self-awareness helps the people to better understand
their limitations and weaknesses and limitations of team members and the department enable
them to know many requirements for training needs and acquire skills and knowledge to
improve performance.

The banking sector in India is becoming more competitive. It had a great impact on the growth
and development of our country. Therefore, the banks are required to be differentiate
themselves from the competitors to survive in this competitive world. One way suggested by
(Heffernan et al., 2008) is that developing long-term relationship with their key customers.
Trust and emotional intelligence are the key constructs for enhancing the ability of employees
in banks to develop long-term relationship with customers. Aravind, (2019) in his study found
that social skill component of emotional intelligence is very high among bank managers. EI of
bank managers is influenced by the factors such as communication skills, assertiveness,
problem solving ability, social interaction, empathy and optimism. This EI ability helps the
managers to face critical situations. Changes in the working pattern in banking sector demand
both managers as well as the employees to be more emotionally intelligent. It is considered to
be relevant to organizational development and development of the people. Because it helps to
understand and assess people’s behavior, managing stress, job performance and organizational
commitment. Emotional intelligence is used as a yardstick for measuring how well a person
handle the emotions of self and those of others. Emotional intelligence has a positive and
significant relationship with organizational commitment and job performance of bank
managers (Kumari & Priya, 2017). The personal and social competence of employees can be
understood by varying levels of emotional intelligence. An organization is concerned, if the
workforce is not carefully managed, it will lead to stress and emotional disharmony among the
people. Because there are many people working in the workplace, with different behavior leads
to different consequences to the individual and to the organization. How an organization
communicate within itself and outside is largely influenced by emotions. Different emotions
have different outcomes. Positive emotions in the workplace leads to job enrichment, higher
quality social context etc. Negative emotions lead to increased workplace deviance. In a
banking industry concerned, it is very important for the employees and management to
recognize that there is any possibility for stress and emotional disharmony in the workplace
environment. EI has a very significant role in determining the workplace behavior. Employees
with high-level of EI demonstrate positive workplace behavior as compared to employees with
low-level of EI. Because, highly emotionally intelligent people can avoid misbehavior that

adversely affect the organization. EI in leadership is very essential in the banking sector
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compared to other sectors in India, because it is engaged in rendering high-quality services to
the people (Makkar & Basu, 2019). They also found that there is a significant difference on
impact of EI on workplace behavior between private and public sector banks. Depending on
the workplace environment, people exhibit different levels of EI.

In this modern business world, the concept emotional social intelligence became very
significant. Because it plays a significant role in employees job satisfaction, organizational
performance, achieving organizational goals, to create positive workplace behavior and to
develop long-term relationship with people. To sustain in this competitive world, to have the
ability of emotional intelligence is an unavoidable matter. The leadership style adopted by the
managers in banks may also differ. But now the mindset has been changed, they want to be
more influential or inspirational in nature. Because the workforce is demanding such a
leadership which is more influential in nature, those should have the ability to maintain better
relationships with the workforce. There is a change or transition in the leadership style in many
organizations. In earlier days, leadership style is chosen by the leader based on different factors
like organizational goals and work environment. Whatever be the leadership style, employees
in the organization are forced to follow the same. But now, the nature of the workforce has
been changed. Today’s workforce is equally talented as managers or leaders in the organization.
Those persons who are ready to undertake the role of leadership became the leader. The
expectations of the employees as well as the organization has also changed. So, the leadership
has also changed to more inspirational in nature, Today, the leaders must be more flexible, able
to better understand the workforce. Employees must feel that their leaders are worthy and are
more influential. In order to feel like, the leaders must have the ability of emotional social
intelligence. Inspirational leaders are those who are capable of making a difference in the
organization, in terms of managing the dynamic human resources. These leaders are capable of
winning the support, trust and loyalty of others and are able to inspire them to achieve great
things. Inspirational leaders are considered to be the masters of change, they can connect with
people at an emotional level, engage in effective communication and develop a clear vision.
The main intention of this study is to know the effectiveness of ESI in inspirational leadership
of managers in banks. Now-a-days, the performance of the organization is greatly influenced
by the emotional intelligence of human beings working in the organization. Therefore, the
study is very significant to understand the influence of ESI in the inspirational leadership

pattern of branch managers in selected banks in Kerala.



1.2 Significance of the Study

Now-a-days, the banks are undergoing profound changes with respect to rendering services to
their clients, changes in the work environment, mode of delivery of services like both online
and offline mode. They are facing a difficult time to meet the needs and requirements of target
groups. This makes a lot of changes and challenges to the employees working in the banks. It
reduces the morale, level of confidence, devotion to the work, level of happiness and
motivation. There arises the importance of emotional social intelligence. ESI is considered to
be very essential for the success of both personal as well as professional life. An emotionally
intelligent person can handle all these situations in an appropriate manner. To be in a leadership
role, is a great challenge as well as a risk too. The branch manager is considered to be the
captain of the ship; if the branch manager is not emotionally intelligent or he/she is not able to
handle these situations, the performance of the entire branch will get into trouble. Therefore,
the manager must approach these situations as well as the people in such a manner that should
influence them to overcome from these situations. So, the manager must be capable of
influencing them, motivate them to work hard for the better result. The manager must be able
to aware, understand the emotions of the employees. The managers must be very flexible,
empathetic, able to adapt the changes and more responsive to the situations. The abilities,
characteristics, behavior and attitude of the manager has to be changed according to the work
environment and the people they are dealing with. Therefore, it is believed that ESI
competencies can forecast one’s capacity to engage in inspirational leadership behavior. Thus,
the study “Effectiveness of emotional social intelligence in inspirational leadership in banks in
Kerala” is considered to be highly relevant in this context.

1.3 Statement of the Problem

ESI is considered to be very important for the leaders in the organization. To bring success to
the organizations, leaders must be inspirational, able to motivate the employees to do their best
and contribute to organization’s success. Today’s workforce has been changed due to factors
such as digitalization, change in working environment, nature of work etc. People have high
expectation on the ability of leaders. They considered the leaders as their motivators, mentor,
coach and everything. Therefore, the leaders must understand what exactly the needs of the
employees in the organization. They have to know the emotions of others and act accordingly.
To handle the diverse workforce, today’s leaders require the ability of emotional social
intelligence and they should change their perspective on leadership. Leaders must give more
importance to the relationships than task-related activities. Because the measure of success in

a profession or any kind of activities is not limited with the academic excellence or technical
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knowledge possessed by the individual, but rest with the ability to have personal qualities
mainly emotional intelligence.
The present study aims at assessing the managerial skills, leadership skills, emotional social
intelligence and inspirational leadership pattern of the branch managers in banks in Kerala. The
study also aims at evaluating the effectiveness of emotional social intelligence in inspirational
leadership in banks.
1.4 Objectives of the Study
1. To assess managerial skills of bank managers in Kerala.
2. To assess leadership skills of bank managers in Kerala.
3. To assess ESI competencies of bank managers in Kerala.
4. To examine the inspirational leadership pattern of managers in banks.
5. To evaluate the effectiveness of ESI competencies on inspirational leadership style of
managers in banks.
1.5 Research Hypotheses
Based on the main objectives of the study, hypotheses have been formulated and empirically
tested.
1.5.1. Hypotheses related with Objective I: To Assess Managerial Skills of Bank Managers
in Kerala.
1. There is no significant difference between gender and each managerial skills of
managers
2. There is no significant difference between age group and each managerial skills of
managers
3. There is no significant difference between education and each managerial skills of
managers
4. There is no significant difference between marital status and each managerial skills of
managers
5. There is no significant difference between type of family and each managerial skills of
managers
6. There is no significant difference between length of service and each managerial skills
of managers
7. There is no significant difference between region and each managerial skills of
managers
8. There is no significant difference between type of banks and each managerial skills of

managers



1.5.2 Hypotheses related with Objective II: To Assess Leadership Skills of Bank Managers

in Kerala.

1. There is no significant difference between gender and each leadership skills of
managers

2. There is no significant difference between age group and each leadership skills of
managers

3. There is no significant difference between education and each leadership skills of
managers

4. There is no significant difference between marital status and each leadership skills of
managers

5. There is no significant difference between type of family and each leadership skills of
managers

6. There is no significant difference between length of service and each leadership skills
of managers

7. There is no significant difference between region and each leadership skills of managers

8. There is no significant difference between type of banks and each leadership skills of

managers

1.5.3 Hypotheses related with Objective III: To Assess ESI Competencies of Bank

Managers in Kerala.

1.

There is no significant difference between gender and emotional social intelligence of
managers in banks

There is no significant difference between age group and emotional social intelligence
of managers

There is no significant difference between education and emotional social intelligence
of managers

There is no significant difference between marital status and emotional social
intelligence of managers

There is no significant difference between type of family and emotional social
intelligence of managers

There is no significant difference between length of service and emotional social
intelligence of managers

There is no significant difference between region and emotional social intelligence of

managers



8.

There is no significant difference between type of banks and emotional social

intelligence of managers

1.5.4 Hypotheses related with Objective IV: To Examine the Inspirational Leadership

Pattern of Managers in Banks.

1.

There is no significant difference between gender and each element of inspirational
leadership pattern of managers in banks as perceived by employees

There is no significant difference between age group and each element of inspirational
leadership pattern of managers in banks as perceived by employees

There is no significant difference between education and each element of inspirational
leadership pattern of managers in banks as perceived by employees

There is no significant difference between marital status and each element of
inspirational leadership pattern of managers in banks as perceived by employees

There is no significant difference between length of service and each element of
inspirational leadership pattern of managers in banks as perceived by employees

There is no significant difference between region and each element of inspirational
leadership pattern of managers in banks as perceived by employees

There is no significant difference between type of banks and each element of
inspirational leadership pattern of managers in banks as perceived by employees

There is no significant difference between the no. of years in which the employees know
about their branch manager and each element of inspirational leadership pattern of

managers in banks as perceived by employees

1.5.5 Hypothesis related with Objective V: To Evaluate the Effectiveness of ESI

Competencies on Inspirational Leadership Style of Managers in Banks.

1.

A T A o B

ESI of branch managers is not effective in impression management

ESI of branch managers is not effective in intellectual stimulation

ESI of branch managers is not effective in vision

ESI of branch managers is not effective in inspirational agenda

ESI of branch managers is not effective in moulding follower expectation
ESI of branch managers is not effective in objectivity

ESI of branch managers is not effective in dedication and commitment
ESI of branch managers is not effective in employee engagement

ESI of branch managers is not effective in team work



1.6 Scope of the Study

The concept emotional social intelligence is considered to be an important part of any kind of
organizations especially in the service sector. Banking sector deals with the financial aspect
like accepting and lending of money. There are many other activities or transactions done in a
bank and majority of the activities are digitalized. Still, we can see many people standing in
front of the banks for seeking financial assistance. That means there is no reduction in the duties
and responsibilities of bank employees. Bank employees are required to deal with many people
daily for different purposes. Bank managers and employees in the banks require high-level of
emotional intelligence to meet the daily requirements. Because the customers are having
different characters, behaviors and attitude. So, to deal with diverse behavior of people they
must require emotional intelligence. To a branch manager is concerned, he/she has to deal with
employees, clients or customers, superior officers etc. The success of the bank branch is
depended on the ability of the branch manager on how effectively he/she is handling these
people with different behavior and the operations in the bank.

This study intended to assess the managerial skills, leadership skills, emotional social
intelligence and inspirational leadership pattern of the branch managers. A descriptive method
was adopted to describe these concepts. The concept managerial skills include; conceptual
skills, interpersonal skills and technical skills. The concept leadership skills include;
communication skill, problem solving ability, delegation skills, conflict resolution skills,
strategic skills, cognitive skills and decision-making. The ESI concept includes self-awareness,
self-management, social awareness and relationship management (Goleman, 2007).
Inspirational leadership include; impression management, intellectual stimulation,
inspirational agenda, moulding follower expectations, objectivity, dedication and commitment,
employee engagement, vision and team work. These are the key elements constituting
inspirational leadership pattern. Then the study aims to evaluate the effectiveness of emotional
social intelligence on different factors contributing to inspirational leadership pattern of branch
managers in banks in Kerala.

1.7 Research Methodology

The research methodology of the study includes; research design, source of data, pilot study,
sampling design, sample size determination, method of primary data collection and the
instruments used for the study.

1.7.1 Research Design

The present study is descriptive in nature. It tries to describe the managerial skills, leadership

skills and emotional social intelligence of branch managers in banks. The study also examines
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the inspirational leadership pattern of the branch managers in banks from the perspective of
employees working in the banks. It also evaluates the effectiveness of emotional social
intelligence in inspirational leadership in banks.

1.7.2 Sources of Data

Both primary and secondary sources of data was used for the study. Primary data was collected
through survey approach using two structured questionnaires distributed among the branch
managers and employees in the banks. The study also includes some secondary data gathered
from websites, theses, journal articles, magazines and newspapers.

1.7.3 Pilot Study

A pilot study was conducted to test the reliability and validity of the responses obtained. For
that data was collected from 25 branch managers and 65 employees working in the banks.
Based on the results, certain modifications are made in the questionnaire.

1.7.4 Sampling Design

Branch managers and employees working in banks under certain conditions in the banks
constitute the population of the study. The population of branch managers are finite and the
number of branch managers in banks are assumed to be equal to the number bank branches
functioning in Kerala. Hence, multi-stage stratified random sampling method was adopted.
The population of employees are subject to certain conditions, such as; have minimum 1 year
of experience in bank, should work under the supervision and guidance of present branch
manager for a minimum period of lyear, minimum educational qualification is any bachelor’s
degree and employees belong to the clerical grade and above are taken into consideration. It
includes; Assistant Branch Managers, Additional Assistant Branch Managers, Assistant
Managers, Junior Associates, Associates, Senior Associates, Special Associates, Single
Window Operator (SWO), Head Cashier, Cashier, Special Assistants, Teller and Loan Officers.
It may be noted that depending on the type of banks, size of the branches and the volume of
transactions, the names of the designation as well as the number of employees working in the
bank may change. Therefore, purposive sampling method was adopted for the selection of
employees required for the study.

1.7.5 Sample Size Determination

There are 122 statements related with the variables affecting managerial skills, leadership skills
and emotional social intelligence of branch managers in banks collected from themself and 109
statements related with the variables constituting inspirational leadership pattern of branch
managers as perceived by the employees in the banks after suitable modifications to the pilot

data. It may be stated that the sample size was proportional to the level of variation and the
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assumed level of the error of the estimate of the population parameter of the study variable.
The formula used for determining the sample size is;

n > (1.96 s/d)?
Where;
n = sample size
s = estimate of standard deviation
d = standard error of the estimate of the population parameter
1.96 = critical value from normal test at 5 per cent level of significance.
For the branch managers 352 was the maximum calculated sample size from the responses
and it is fixed at 360 and in the case of employees, 390 was the maximum and it is fixed at
400 for the study respectively.
1.7.6 Method of Primary Data Collection
A multi-stage stratified random sampling method was adopted for the selection of sample
branch managers from banks in Kerala. The number of branch managers was assumed to be
equal to the number of bank branches functioning in Kerala. According to the Department of
Financial Services, India, every village should have at least one banking outlet, it may be either
in the form of bank branch, ATM services, correspondents within a short-distance to ensure
every individual have access to the banking services. In the first stage Kerala state was divided
geographically into three regions; northern, central and southern region. The banks are grouped
into public sector banks and private sector banks. Among private sector banks, there were old
private sector banks and new private sector banks. One district was selected randomly from
each region; Kannur from northern region, Palakkad from central region and Pathanamthitta
from southern region. In the second stage, 50 per cent banks from public sector and private
sector banks (considering old private sector and new private sector banks) respectively were
selected based on the number of branches. The required percentage of branch managers was
calculated on the basis of;

Total number of branches selected for the sample

Grand total of number of branches selected for the sample.

Then the number of sample branch managers was calculated based on the required number of
samples i.e. 360. Then number of branch managers to be selected from each bank from each
district was allocated proportionately.

Similar procedure was adopted for the selection of employees required for the study till the

selection of number of bank branches to be selected from each district. Then the number of
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employees required for the study was determined on the basis of one criterion, that is one
branch managers should be rated or evaluated by at least one employee in the bank subject to
certain conditions. Because, the population of employees working in the banks subject to
certain conditions are unknown. Therefore, purposive sampling method was adopted for the
selection of employees required for the study. The details are attached in the Appendix.

1.7.7 Instruments used for Primary Data Collection

Two structured questionnaires were used for collecting data from the branch managers and
employees in the banks. Questionnaire to the branch managers incudes; details regarding the
socio-demographic factors, statements related with the managerial skills, leadership skills and
emotional social intelligence. Questionnaire to the employees includes; socio-demographic
factors and statements related with the inspirational leadership pattern of their branch managers
in banks.

1.8 Period of the Study

The data was collected from the branch managers and employees during the period from

December 2021 to February 2023.
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1.9 Conceptual Model used for the Study

Figure 1.1 shows the conceptual model developed by the researcher for this study

Impression
Management
Team Work
A Intellectual
Stimulation
Self- Self-
Awareness Management
Vision
Inspirationa
| Agenda
Social Relationship
Objectivity Awareness Management Moulding
Follower
Expectation
Ded;gﬁtlon Employee
Commitment Engagement

Source: Developed by the researcher

1.10 Tools used for Analysis

1.10.1 Percentage Analysis

The present study used percentage analysis to describe socio-demographic factors such as
gender, age group, marital status, type of family, education qualification, length of service, type
of bank, name of bank, region, the number of years in which the employees know about their
managers. The levels of managerial skills, leadership skills, emotional social intelligence and

inspirational leadership pattern was also presented using percentage analysis.
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1.10.2 Kolmogorov Smirnov Test

It is one of the tools to determine if the two samples are significantly different from one another.
It is a non-parametric test, commonly used as test for normality to see the data is normally
distributed or not.

1.10.3 Kruskal Wallis Test

A statistical test to compare two or more groups for a continuous or discrete variable. It is a
non-parametric test. It is used to determine whether there is statistically significant difference
between two or more groups of an independent variable on a continuous or ordinal variable.
1.10.4 Exploratory Factor Analysis

It is used for identifying the factor structure of a measure and to examine the internal reliability.
In this study, EFA using principal component analysis with varimax rotation was performed to
identify the most important leadership skills of branch managers in banks and to identify the
most important characteristics of inspirational leadership pattern of branch managers from the
perspective of employees in the banks.

1.10.5 Confirmatory Factor Analysis

CFA was performed to confirm the factors identified from different literature review and to
ensure the reliability and validity of the same. In this study, CFA was conducted for confirming
the managerial skills of managers in banks. CFA was also done in the case of assessing the
inspirational leadership pattern of managers in banks from the perspective of employees in the
banks.

1.10.6 MANOVA Test

Multivariate Analysis of Variance (MANOVA) is an extension of ANOVA that allows for the
analysis of multiple dependent variables simultaneously. The key assumptions underlying the
MANOVA are not met in this study. The dependent variables do not follow a normal
distribution within each group, and the variance-covariance matrices differ significantly
between groups. Given these violations, the reliability of the MANOVA results is
compromised. To address these issues, the researcher used a permutation test as an alternative,

which does not rely on these assumptions and can provide more robust results.

1.10.7 Regression Model
For evaluating the effectiveness of ESI in inspirational leadership, a regression model without
an intercept was used. Because the dataset is centered. Omitting the intercept ensures that the

model's coefficients directly represent the relationships between the predictors and the
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dependent variable without an unnecessary baseline adjustment. This approach simplifies the
interpretation and focuses on the effects of the predictors relative to the centered means.

1.11 Operational Definitions

1.11.1 Conceptual Skills

It is the ability to visualise the organization as a whole. A manager with conceptual skills can
understand the complex situations and develop creative solutions for it. They always focus on
the impact of various decisions taken by them on the departments and its operations, employees
and their performance. It enables a person to engage in deliberate thinking and abstract
reasoning for finding as many solutions as possible to solve the challenges.

1.11.2 Interpersonal Skills

The capacity of an individual to interact with others in an effective manner called interpersonal
skills. People with strong interpersonal skills can effectively communicate with others and they
work effectively with others whether in a team or group. It can be called as people skills or
social skills. It can be regarded as the ability and competence in building good relationship
with people.

1.11.3 Technical Skills

Technical skills are specific to a particular task. It is the ability to have specialized knowledge
to do a particular task. To a manager is concerned, technical skills are concerned with the basic
proficiency in using the office software, the technologies used in the organization. In a bank,
most of the operations are done digitally. A manager is required to know the technologies used
and the operations done in the bank.

1.11.4 Communication Skills

The one best way to understand and to be understood by others is the communication. It
includes listening, observing, speaking and empathizing. Communication become effective
only when the ideas or information that one person wants to share with others is clearly
understood by them. It is complete only when we get feedback.

1.11.5 Problem Solving Skills

Problems are anything that require a solution. It involves systematic approach of dividing a
difficult problem into different manageable parts. It involves critical thinking, creativity and
decision-making. People with problem solving ability are considered to be proactive in
understanding the source of problem, from where it is originated and engage in brainstorming.
That means these people are very effective in dealing with others. They collaborate with others

to obtain as many solutions as possible to reach a best solution to the problem.
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1.11.6 Conflict Resolution SKkills

Conflict is the disagreement between two parties. This disagreement may be due to difference
of opinion, ideas and thoughts. When a conflict arises between people, it will trigger strong
emotions that leads to hurting emotions of others, disappointment and discomfort. Therefore,
the ability of the manager is to resolve conflict in a healthy manner, that will strengthen the
relationship, build trust and increase the level of understanding of others.

1.11.7 Decision-Making Skills

The process of choosing one best alternative among many alternative available to solve a
problem. Only an effective leader or manager can make decisions in difficult situations. A
leader should maintain fairness in decision making. That means the leader has to collect and
analyse as many information as possible then validate its accuracy and relevancy, engage in
discussion with others, make use of experiences and intuition to take the best decision.

1.11.8 Delegation Skills

Delegation is the distribution of work or activity along with the authority and responsibility to
do the same with others. While delegating the work to others, the leader must ensure that the
employees have enough skills, ability, knowledge to do the work. When a leader delegate
his/her work with others, that will create an impression in the minds of employees that they
can also do these works. It will boost the confidence level of employees. It helps to engage
employees into the work, allow their participation and build trust and positive relationship with
them.

1.11.9 Cognitive Skills

These skills are concerned with the abilities necessary for doing the daily tasks. That means
engage in thinking, learning, listening and give attention. For a manager, cognitive skills are
very essential. It helps in problem solving, logical reasoning and engage in active listening.
1.11.10 Strategic Skills

These are the abilities concerned with think in a strategic and an innovative way. A person with
strategic skill, can better able to adjust with the dynamic work environment. These people can
engage in effective communication

1.11.11 Emotional Social Intelligence (ESI)

ESI is a set of competencies and abilities, consist of emotional and social which is focused on
how a person aware and understand and manage the emotions and feelings of oneself and those

of others and are able to manage the relationship with others.

16



1.11.12 Self-Awareness

Being self-aware helps to understand one’s strengths and weaknesses and helps to know how
it affects one’s performance level. It is concerned with the basic understanding of the emotions
going through our mind and what actions we taken on the basis of these emotions. People with
self-awareness are very sure about their worth and capabilities.

1.11.13 Self-Management

The ability to manage the emotions especially in stressful situations called self-management.
It is concerned with managing thoughts, emotions and behaviour in a productive and conscious
manner. A self-managed person can effectively manage the emotions of others.

1.11.14 Social Awareness

Being empathetic helps a person to understand others’ effectively. Being socially aware means
a person is required to know the impact of actions taken and the decisions made by them on
others. They have to decide on whether it affect others harmfully or not. A leader with social
awareness is more flexible and adaptable. They can easily understand others thoughts and
actions. They can effectively respond to others who are emotionally depressed.

1.11.15 Relationship Management

It is the ability to use the awareness on emotions of oneself and those of others in effectively
managing the relationship with others. In a work environment, building relationship is a
challenging task to a manager or leader. The ability of the manager lies in how skilfully
managing the relationships under pressure. It will help them to resolve conflicts, initiate

productive conversations with others and alleviate misunderstanding between people.

1.11.16 Inspirational Leadership

The ability of an individual to positively influence others and motivate them to achieve the
goals of the organization called inspirational leadership. A person following inspirational
leadership pattern have an emotional connection with their followers.

1.11.17 Impression Management

It is a conscious or unconscious effort taken by an individual to influence the perception of
other person about a person or object or situation etc. by the way of controlling information in
social interaction. It is the case of self-presentation i.e. people try to control the impressions
formed by other on them.

1.11.18 Intellectual Stimulation

It refers to enable the followers to be innovative, creative and challenge their beliefs and values.

It is concerned with facilitating the growth and development of as many potentials as required
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in the today’s working environment in an individual. It may include cognitive, interpersonal
and other soft skills. Intellectual stimulation helps a leader and the followers to unleash the
hidden potential within them. It only requires some extra effort, time and resources to create
such an environment that boost intellectual stimulation.

1.11.19 Inspirational Agenda

Inspirational leaders have a set of core qualities that helps them to inspire the people and the
organization around an inspirational agenda (Austin, 2009). It is the absolute need to create a
culture that educate, motivate, innovate and support the people in the organization.

1.11.20 Vision

Vision is the ultimate aim or goal that one wants to achieve. Vision must be very clear and
specific. It should be understandable by all the people in the organization. Clear vision
motivates the employees in the organization by the way of creating a sense of purpose and
direction. It helps to take effective decisions. Vision is considered to be the depiction of desired
future. Vision alone does not bring success. It is in the hands of leaders that translate that vision
into actionable steps, setting goals and strategies and foster an environment that enable the
followers to meaningfully contribute to the vision.

1.11.21 Moulding Follower Expectations

A leader should be capable of moulding follower expectation. Effective followers are one of
the key elements of successful leadership. This follower expectations can be met by the way of
engaging and involving followers in the work as well as in the decision-making process. If the
followers are motivated and they feel they are valued, they will work effectively for the
organization.

1.11.22 Dedication and Commitment

Dedication and commitment are the energy or driving force that propels to move forward. It
helps the people to set a standard of excellence, create a culture of accountability and focus on
continuous improvement. A leader with dedication and commitment can set clear and
challenging goals, break the problems into manageable parts and seek opportunity for growth.
1.11.23 Objectivity

Objectivity refers to eliminating personal considerations while taking a decision or dealing with
some important matters. It does not mean giving less importance to the individuals in the
organization, but by giving priority to the facts of the situation and decide on how the different
alternatives impacts the individuals without a prejudice mind. Objective persons maintain a

realistic perspective and always tries to keep personal biases to a minimum level.
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1.11.24 Team Work

Team work is the collaborative effort of people to achieve certain goals or to complete a task
in an effective and efficient manner. It requires joint effort of all the people in a team. Working
in a team brings a source of inspiration and motivation to all the members. Team work enable
the people to know each other, their skills, behaviour, attitude, potential etc. that helps to build
a stronger and more developed team.

1.11.25 Employee Engagement

Involvement and participation of employees in the work and workplace called employee
engagement. Employees must know the nature of the work, its importance, the responsibility
to do the work etc. If the employees are very clear about the goals and the works to do, their
involvement will be high. A manager should give consideration and awareness in the minds of
employees that they are an important part of the organization and their works leads to success
of the entire organization.

1.12 Limitations of the study

1. The geographical scope of the study is limited to three districts randomly selected from
the state of Kerala.

2. Only the branch manager and the employees under certain conditions working in the
banks are taken for the study.

3. There may be chances of response errors and personal biases from the part of
respondents.

4. This study focused on the effectiveness of ESI in inspirational leadership, there may be
factors other than ESI influences inspirational leadership, it is not considered for the
present study

1.13 Chapterisation of the Thesis

This section presents the organization of chapters in this study starts from introduction
including research methodology and ends in recommendations and scope for further research.
Chapter 1: Introduction and Research Methodology

The first chapter provides a general idea regarding the research work done. This chapter
includes a general background of the study focusing on the relevance of emotional social
intelligence in leadership in the modern business world, the significance, statement of the
research problem and objectives of the study, the scope, limitations, chapter scheme and
conceptual model used for the study. It also includes the research methodology followed by the

researcher in this study.
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Chapter 2: Review of Literature

This chapter presents a detailed review of the available literature pertaining to the study area.
It contains an introduction, the reviews are grouped into three sections; managerial skills,
emotional social intelligence and leadership and leader behaviour. It collects data from different
journal articles, theses, magazines, web resources etc.

Chapter 3: Theoretical Framework

This chapter gives a detailed explanation on the concepts such as managerial skills, leadership
skills, emotional social intelligence and inspirational leadership pattern.

Chapter 4: Data Analysis and Interpretation Part I

This chapter deals with the details regarding socio-demographic profile of branch managers
and employees in the banks followed by details regarding the factor analysis (exploratory and
confirmatory factor analysis), measurement model and its reliability and validity and the details
regarding the normality of the data.

Chapter 4: Data Analysis and Interpretation Part 11

This part of the chapter 4 deals with the analysis and interpretation of the objectives used for
the study. It includes; assessment of managerial skills, leadership skills, emotional social
intelligence and inspirational leadership pattern. It also analyses the effectiveness of emotional
social intelligence in inspirational leadership in banks.

Chapter 5: Summary, Findings and Conclusions

It starts with an introduction, deals with the summary of the work done such as significance,
statement of the problem, scope of the study, research methodology and summary of chapters.
Next it covers the major findings with respect to each objective used in the study and ends with
a conclusion.

Chapter 6: Suggestions, Implications and Scope for further Research

Based on the results of the analysis, possible suggestions are given to improve the emotional
intelligence of branch managers in banks. Along with this it also includes implications and
scope for further research.

Chapter 7: Recommendations

This chapter deals with the recommendations based on the findings of the study. It gives
importance to improve the self-awareness of managers in the banks. Along with these, it also
includes recommendations to improve other elements of ESI among the branch managers in

banks.
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2.1 Introduction

Today emotional social intelligence has a major role in the business fields. Various emotions
whether positive or negative affects one’s behaviour as well as his/her performance in the
organization. Now-a-day the world is changing, becoming more complex and connected. To
deal with emotions is not an easy task for anyone especially for the leaders. Not only with the
managerial and leadership skills, a leader cannot be successful but also, they must be able to
navigate emotions and capable of developing relationships with others. Emotions of a person
definitely affect one’s behaviour as well as the activities in which he/she is engaging and also
affect others too. When coming to an organization, it is the duty of the manager to understand
the emotions and capture what kind of feeling or emotion is going in the minds of others and
be ready to properly deal with those emotions. Therefore, the manager can build a positive
environment and can bring the excellence in work by the way of engaging the employees into
the work. If the manager is capable of bringing an emotional culture in the organization, he/she
can have a supportive work environment. Emotional intelligence is considered as a valuable
asset in managing relationships, resolving conflict and managing the stress. This chapter
reviews studies conducted earlier in the areas of emotional social intelligence, variables such
as leadership skills, managerial skills, inspirational leadership pattern and other leadership
styles etc and its relationship with emotional social intelligence. This chapter also tries to cover
maximum the variables used in this study. The final part of the chapter covers the research gap

found in the field of study.

The studies reviewed in the respective areas are arranged in the order of;

1. Managerial Skills

2. Leadership and Leader Behaviour
3. Emotional Social Intelligence

4. Research Gap

5. Conclusion
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2.2 Managerial Skill

The person who is responsible for running a business is called a manager. It is one of the
essential elements of any kind of organization. There may be a lot of managerial activities to
be done in an organization, this responsibility is vested in the hands of managers. In the
organizational hierarchy, there are different positions with varying duties and responsibilities.
The success of the organization is depended on how effectively the managerial activities are
performed. The responsibilities of the manager are not only limited to managerial functions as
mentioned earlier but also, they are also responsible for managing the human resources, finance
and other operations. For the smooth functioning of the entity, managers are categorised into
different category, known by different names and provided certain responsibility too. Manager

is considered as a planner, organizer, coordinator, financier, controller etc.

Yau & Sculli (1990) gives clarification on the concept’s skill and traits. For any person holding
a managerial position needs certain skills and traits in order to become successful. We are born
with traits and it is improved. Traits are got by birth and skills are learned later in life. They
defined skill as a certain level of skill proficiency that can be attained through practice or
training. Trait is some kind of invariant quality believing that managers are born rather than
made. They argued that in management development traits as well as skill are very important.
Educators must assure that there is a shift from what we understood as effective abilities,
knowledge, or competencies required for managers in different field has been changed to
personnel managerial characteristics due to changes in technology, advancement in business
etc. Results shows that leadership was the most important skill for the new managers in retail
industry. There must be an awareness on the skills required for managerial success and compare
it with the skills possessed by the new managers, it will help to introduce individualised training
programme (Woodard & Geissler, 1999). An efficient manager is one who is capable of
managing both soft skills and hard skills. Because it is very crucial to gain managerial expertise
in this fast-paced business world. Hard skills refer to the abilities and capabilities, that can be
learned and taught to other people. It is acquired by the way of training, education and
experience. In management, hard skills include; strategic planning, financial analysis, data
analysis etc. Only with the hard skills, a person cannot succeed in the business field, there arises
the need of soft skills. Because the manager has to face many challenges and to take complex
decisions. Soft skills are related with humane, that is interpersonal. It helps a manager to
effectively make relationships with others. It includes; communication, leadership abilities,

emotional intelligence etc. As mentioned earlier hard skills alone cannot do anything. At the
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same time possessing soft skills alone cannot do nothing. That means there should be
harmonious balance between hard skills and soft skills. If a person is having both hard skills
and soft skills can better able to handle the complex situations in the organizations, meet
challenges very confidently, take complicated decisions without any bias. Analoui et al. (2000)
found that there is no particular combination of skills required by a person for performing the
role of manager and the skills required. Gentry et al. (2008) studied about the changes in
managerial skills since 1980s. They argued that the relevance of certain skills is similar to a
certain extent except changes in the working environment. That is making decisions, taking
actions and communication. Some skills which are not significant earlier are now considered
to be an important one such as relationship building and maintenance. They had the opinion
that administrative ability is not considered as much important today, because majority of the
organizations are of flatter type and the invention of technology also changed the organization
context. Depending on the managerial functions performed by the managers, the requirement
and the importance of skills also differ. That means when a manager takes more and more
responsibility or moves to different levels of authority, they will shift their focus on new

demands of the job.

In this modern business world, managers require different managerial skills in order to achieve
organizational goals successfully. Basically, skills consist of technical skills; it is the ability,
knowledge in using the techniques, equipment’s etc while performing a task. The person must
have proficiency and specialised knowledge in the particular field. The ability to work with
people in the team or organization called human skills. It simply means understanding people
in all sense. Conceptual skills mean the ability to visualise the working environment and its
interrelationship with all other things. It also includes the ability to understand a problem and
solve it properly. Diagnostic skills are critical to any manager. It is the ability to analyse
something and to give possible outcomes. Nwachukwu, (1989) studied about the importance
of skill requirement at different managerial level. It includes conceptual skills, technical skills,
analytical skills, human relation skills, industry relation skills and management process skills.
It was found that depending on the different managerial levels, the skill requirement also
differs. At the senior and middle level management, management process skills are considered
as most important skill. Human and technical skills are considered to be very essential at the
lower level. Conceptual skill was found to be the most crucial skill for the upcoming years.
Carmeli & Tishler, (2006) argued that managerial skills are a collection of certain integrated

complementary skills possessed by a person or in the organization. They discussed about
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“persuasiveness, administrative ability, fluency in speaking, knowledge about group tasks,
diplomacy and tact, social skills, creativity, conceptual skills, and cleverness” (Carmeli &
Tishler, 2006, p.10). They argued that human resource skills affect firm’s performance than
intellectual abilities of managers. There must be a combination of managerial skills of strategic
importance, then only the benefit can be gained. Even though there must be a necessity for
strong leadership to persuade subordinates under changing conditions. Hoffman et al. (2014)
studied about the different managerial skills across different culture by the way of differences
in the use of those skills, employees’ attitude and managerial performance. This study uses a
model of managerial effectiveness developed by (Shipper & Davy, 2002) consisting of six skills
categorized into two; interactive skills (participation, facilitation, recognition) and initiating
skills (planning, time emphasis and controlling details). Interactive skills are associated with
the interrelationship between people for accomplishing the tasks. Initiating skills are focused
on managerial behaviour towards guiding employees for achieving the tasks. Another construct
called pressuring skills are also adopted in this model. The model is found suitable across
different cultures, that explain the relationship between management skills and managerial
effectiveness. It does not support that different skills are necessary for effective managers in
different cultures. Interactive and initiative skills are positively related with the employees’
attitude but it is not related with the performance. Peterson & Van Fleet, (2004) pointed out
that managerial skills are very essential for doing managerial activities and the technical skills
are required for doing specialized tasks. Tonidandel et al. (2012) in their paper discussed about
the four managerial skill dimensions, “technical skill, administrative skill, human skill &
citizenship behaviour” (Scullen et al., 2003, p.53). They described technical skills as one’s
ability in specific methods or techniques related with managerial functions, administrative
skills are concerned with ability to plan, organize, delegate & coordinate, human skills deal
with the ability to interact and work effectively with others & citizenship behaviour is described
as the ability to being cooperative, loyal and persistent. They comment that human skills and
administrative skills have a predominant role in determining the managerial effectiveness than
technical skill and citizenship behaviour. Piskanin, (2016) also classified managerial skills
required for an effective manager into technical, interpersonal, communication, conceptual,
information seeking, persistence, risk taking, goal setting and efficiency and quality skills.
Corresponding & Nazari, (2018) also argued that to bring efficiency and effectiveness in work,
a manger requires technical, human, perceptual and political in addition to knowledge.
Cameron & Whetten, (1983) identified some managerial skills of effective managers and then

compared with the skills identified by other authors and prepared list based on certain
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conditions, which includes “developing self-awareness, managing time and stress, solving
problems creatively, establishing supportive communication, gaining power and influence,
improving employees’ performance through a motivation-related reward system, delegation
and decision-making, managing conflict and conducting effective group meeting” (Cameron
& Whetten, 1983, p.22). In another study by Analoui, (1995) identified 3 managerial skills
which is focused on tasks or jobs, people and self. They concluded that when we move to higher
level in the organizational hierarchy, the relevance of self and people related aspects of
managers job become very vital. People related skills are essential at any levels in the
organization. Senior managers must be capable of “making effective communication,
managing and motivating people, improving one’s work and enable the people to deal with
problems and decision-making” (Analoui Farhad, 1990, p.66). Managers must develop self-
development skills along with developing people-related skills to improve their effectiveness

in the area.

There are many factors that determine a person to be a good manager. The qualities identified
in a good manager in the hospitals includes; “interpersonal skills, communication skills,
supervisory skills, leadership skills, and a positive personality and professionalism” Mistry et
al.,2022, p.10). They found out some reasons associated with good managerial characteristics
of good managers. Those persons who are moulded and trained by exceptional managers are
seems to be a good manager. At the same time managers who work under managers who
perform very poor are found to be different. Work experience and formal and continued
education also plays a major role in becoming a good manager. Root causes identified by the
author as good managerial characteristics associated with good managers includes; great
managers, terrible managers, formal and continued education, job satisfaction, inherent
personality, extensive experience and personal values and upbringing. There is a model called
MIPS discussing about the skills such as “managing self, communicating, supporting,
motivating and managing conflict” Beenen & Pichler, 2016, p.706). They give more
importance to the self-management skills, because if a person capable of understanding and
managing the emotions effectively is better able to develop relationship with others and

develop other skills mentioned in the model.

In another article by McCartney & Campbell, (2006), they presented a model assuming that a
person may be a manger or leader or both. This model doesn’t categorize individuals either as
manager or leader but they possess leadership and management skills. It explains how the

management and leadership skills possessed by an individual leads to his/her performance. The
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outcome may be success or failure. It is argued that organization must be very cautious while
selecting the persons for the leadership/managerial positions. Because depending the
managerial or leadership position in an organization, the requirement of various managerial or
leadership skills may differ. Therefore, an appropriate combination of both skills is very
essential. They also identified that there are different combinations of these skills, it is in the
hands of the person that which one is the most suitable combination appropriate to the position
and the other factors considered. Velthouse & Kandogan, (2007) mainly focused on the skills
required for doing various jobs and how the managers rank the skills based on the requirement
of the job. Ethics and integrity were one of the skills used in this study. It is argued that
managers at every level need to take active and vigilant role in ethical behavior. Ethical
behavior is something that must be created at every level and it must be considered as top-
priority goal. Worrall & Cooper, (2001) investigated about the management skill development,
and also discussed about the current issues and setting future agenda. They found that managers
views on the requirement of managerial skills at the next 5 years focused on hard skills “such
as using IT, managing information, managing organization knowledge, financial management
and strategic thinking” (p.37). The authors do not make any difference between different
sectors and size of the firm in which they are working. (R. S. Dwivedi, 2001) conducted a study
in 2001. it takes 106 highly successful managers from high performance Indian organizations.
The three competencies taken for this study were interpersonal communication style,
propensity to transformational/ transactional leadership and skill in the use of motivational
techniques. The major findings of the study where highly successful managers showed their
preference on consultative and participative style of leadership. they were reluctant to use
autocratic and laisseze faire leadership style. Most of the managers were equipped with
transformational leadership and these managers held that people attached at most importance
physiological followed by safety and esteem needs. This study suggested that consultative and
participative style are highly relevant in Indian organization to survive in the competitive
world. Gupta, (2018) discussed about the skills requirement for the leaders in this modern
business world, based on the practice followed by Lord Krishna. The study was based on the
teaching by Lord Krishna to Arjuna. It is argued that a good manager should really understood
his/her potential, capable of look into the world, ready to accept, learn the opportunities,
challenges, experiences etc. Lord Krishna practices situational theory and trait theory of
leadership. It is suggested that modern management should practice or must experience the
teaching by Lord Krishna to bring excellence in personal and professional life. Qualities such

as self-confidence, self-awareness, emotional awareness, empathy personal fulfilment,
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problem solving abilities of manager helps to come out from the strain and stresses in the
workplace and to produce outcome (Sayeed & Shankar, 2009). To manage effectively in
different levels like senior, middle, lower, a manger requires a combination of varied skills such

as technical, interpersonal, diagnostic, conceptual and political skills (DuBrin, 2012).

Srivastava & Nair, (2010) studied about emotional intelligence and managerial effectiveness
and the role of rational emotive behavior among managers from several industries in India
consisting of manufacturing, IT, human resource consulting, banking etc. They found that the
ability to behave rationally emotive way by the emotionally intelligent managers has a
significant role in enhancing managerial effectiveness in an organization. Managerial
effectiveness in IT industry can be developed, if the leader is able to overcome some challenges
like; time management, decision-making, strategic thinking etc. (Ofori, 2018). The way of
thinking by the managers are considered to be the most critical aspect of management. Because
managing self, managing others, managing the relationships, managing the work environment,
and managing the changes in the organizations are depend on the mindset of managers (Laud
etal., 2016). Chauhan & Chauhan, (2007) comment that EI helps to enhance management skills
by the way of flexible planning, balancing thoughts and feelings, motivation, decision-making,
team effectiveness, creative thinking, social effectiveness. It enables the managers to take

effective decisions leading to managerial effectiveness.

The skill requirement for any position may change depending on the work environment, nature
of work, type of subordinates etc. Therefore, a person in a managerial or leadership position
should have the necessary skills. That means, depending on the situations, a person has to work
like a leader or sometimes as a manager. Ali, (2013) wrote a paper differentiating the concepts
leadership and management functions in an organization based on previous literatures. The
literatures support that leader are better than managers. It gives more importance on developing
leaders rather than mangers. He argued that to survive in the 21% century, to conquer the volatile
surrounding we need leaders than managers. Because leaders are strategic, inspirational and
motivational. A manger can be converted and developed into leaders through proper training
and development but they are viewed as a bureaucrat just maintaining the position but leaders

are inspirational capable of influencing others.

From the literature review it is identified that, different authors studied about different
managerial skills. Based on the type of work environment and the work they are dealing with,

the requirement of skills may differ. Possession of all these skills does not make a person to be
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successful in the managerial position. There must be a combination of the required skills, not
one particular skill is necessary to be successful in the concerned area. In this study, the
researcher considers conceptual skills, interpersonal skills and technical skills of branch

managers in banks in Kerala.
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2.3 Leadership and Leader Behaviour

Today’s business environment has been changed a lot. Digitalization drastically changed the
entire business world. Old business strategies don’t work now. Because it has been completely
changed due to change in customer needs, interests and motivation. They are demanding
something new or different. Therefore, leaders cannot survive only with the technical skills and
intelligent quotient, they need to be flexible and be capable of doing things better which is
suitable for the current business needs. People in the organization must feel that they are
connected to the business and clearly know what their role in the organization. It can be
facilitated through an effective leadership. Hence a leader is responsible for making effective
communication, inspire members regardless of their experience, background and personality.
A leader must be aware of personal strength and weaknesses and identify areas where
improvement needed in order to influence others. Self-awareness helps a leader to modify the
behaviour. Leaders require confidence. That confidence needs to be humble and not arrogant.
Humble leaders are approachable, they share the credit of success with the team members.
They must be courageous to speak up and able to come out of the comfort zone to achieve the
organizational goals. They are ready to learn new things. That is, they are very curious about
exploring new or unknown things and seek to ask questions. They give more importance to the
team members. These kinds of leaders consider employees as the most important asset and
show respect, give appreciation. Therefore, a leader with strong leadership qualities is essential
for the success of today’s organization. Hogan, (1994) defined leadership as the ability to
persuade people and set a time to know the individual concern and attain goals for the well-
being of both the people and the entire organization. A leader is responsible for creating
resonance. That means it should give an opportunity to the subordinates to put their best.
Therefore, to gain the attention of employees in the organization, the leader should have the
ability to induce positive feelings with them. A leader is also responsible for creating a
cooperative environment, to have confidence in subordinates, enthusiasm, passion and
optimism (Badea & Pana, 2010). Effective leadership is characterized as they have a deep
understaning of the business and focused on the long-term vision of the organization.
Leadership simply means the act of guiding, inspring others to achieve the goals of the
enterprise. They are responsible for setting direction for the business. It invloves setting goals
and objectives of the enterprise and enable the team to work together. Scherr & Jensen, (2007)
in thier article discussed about the new model of leadership. It mainly focused on 4 elements
such as vision, enrollment, break down and managing break downs. It also discussed about the

different roles and processes that characterize leadership and managment. It is found that
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leadership without management will be a complete failure and leadership without management
does not produce any breakthrough. Both should go hand in hand. A true leader is; should have
the abilities in two domain; leadership and management. Scherr & Jensen argued that to be an
effective leader, he/she should willingly commit to a vision, communicate that vision to others,
create a suitable organizational culture or environment and should have the ability and courage
to stand with the team. They also pointed out that many of the qualities and attributes of a
leader comes from commitment. Sometimes, a leader has to work as a manager and sometimes
a manager has to work as a leader. In order to inspire, motivate employees, a person has to be
both manager and a leader. Depending on the situation, a person has to undertake a suitable
role. Managers are the brain behind the business and leaders are who provide support and
encouragement to the worker to put thier best. Managers are mostly task-oriented but leaders
are more focused on people. “Managers must lead, and leaders must manage” (Allio, 2012,
p.05) p.05). In order to develop leaders, an organization should look for potential leaders with
compassion, creativity, clear sense of purpose and energy. Finally, Allio concluded that good
leaders must possess competence and integrity. Leaders must try to develop required skills in
followers. Today the power of followers is increasing because they learn from experience. They
must understand the culture and context where they are working. Leaders can improve their
potential for success by the way of motivating staff members, communicate with them the
values and purpose of the organization, and try to reward extraordinary performances. Many
executives are required to perform both as a leader and as a manager. That means the person
require versatility in order to set clear goals and objectives and effectively communicate with
others. Leaders must be capable of seeing the current as well as future trends, then they can
survive in the competitive world. They should have a positive commitment, then only they still

stand during times of extreme hardship.

A leader should possess certain skills including the ability to inspire others, communicate
effectively, delegate etc to steer the members towards success. Cognitive skills are concerned
with thinking, learning, reading, listening, remembering. It is very essential for the day-to-day
activities. We can improve these skills by challenging ourself. That is, try new or different
things, find different people to get new ideas and ways of thinking. But business skills are
concerned with understanding customers and the organization. It is very essential for the
professionals in the business to succeed in their respective roles. It may include both technical
as well as soft skills. The ability of critical thinking, make decisions on the basis of current

business trends are called strategic skills. It helps any person, whether a leader or manager or
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entrepreneur to identify opportunities develop plans for the future and to achieve long-term
success. Leadership skills requirement may vary according to the different organizational levels
and can be explained by “strataplex” consist of “cognitive skills, interpersonal skills, business
skills and strategic skills” (Mumford et al., 2007, p.155). They found that cognitive skills are
the basic building blocks of leadership requirement. At higher level jobs, characterised by high-
level of uncertainty and complexity require strong relationship between organizational level
and leadership requirement demanding higher-level skills. Finally, they concluded that the
importance of strategic and business skills is very high or considered to be very critical than
interpersonal and cognitive skills at the high-level in the organizational hierarchy. Ferch &
Mitchell, (2001) believed that effective leadership is built on relationship, the quality of
relationship. There must be an understanding that effective leadership is bounded with deeper
understanding of relationship with those involved in the leadership. Leadership is considered
to be “a relational phenomenon that occurs between people, and a fundamental goal of
leadership is to be as effective as possible” (Ferch & Mitchell, 2001, p.81). There are several
factors such as work pressure, complex organization structure, new generation workers affect
the changing requirement of leadership. Not all leaders are successful. Many leaders are
struggling to empower and to connect with the team. Majority of the organization is
characterized as hierarchical or having command and control model of management. Therefore,
managers must know the new strategies to manage the changing workforce. Wood & Vilkinas,
(2007) studied about the characteristics associated with CEO success. They believed that CEO’
success depend not only on the general business context but also on his/her skill and attitude.
Characteristics such as humanistic approach, achievement orientation and have a positive
outlook are considered as most important for CEO’s success by CEO and their staff members.
Characteristics such as a sense of integrity, inclusiveness, learning and self-awareness and a
balanced approach by the CEO are not critical as much of the previously mentioned
characteristics required for the CEO’s success. Today’s dynamic businesses with highly
educated workforce and changing business technologies require CEOs with different qualities.
Wood & Vilkinas, (2005) in another study found that an CEO’s success is determined by the
characteristics such as achievement orientation, humanistic approach and positivism in the
individual. There is no gender and sector differences were found on marking the characteristics

associated with CEQO’s success except humanistic approach by the female CEOs.

Effective leaders have high need for power (utilized for the benefits of employees and

organization and not just for personal satisfaction), high need for achievement, involve the
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subordinates in works and give emphasis on both tasks and interpersonal concerns (Sashkin,
1987). A successful leader is characterised by a combination of individual personality factors
and behavioural skills with a special consideration on situational factors. He argued that self-
understanding capacity of a leader enable him/her to be effective in managerial role. Leaders
must be able to handle the critical situational factors. Leaders must possess adequate skills
especially the task and relationship-centred behaviours. He also suggests that a new type of
training is required for teaching and developing leaders, includes ‘“awareness training,
situational diagnosis training, and behavioural skill training” (p.27). Now-a day, the companies
realize that leadership factors are required for organizational effectiveness. Because the people
especially the leaders, managers and contributors at all levels translate their goals into action.
These people must know the organizations vision, influence people to achieve the same. This
is regarded as the essence of leadership. Traits such as “drive, the desire to lead,
honesty/integrity, self-confidence, cognitive ability and knowledge of the business”
(Kirkpatick & Locke, 1991, p.49) distinguish a leader from a non-leader. Besides these traits
they described effective leaders as, they distribute power or authority to the followers thereby
increasing their capacity and talent and not taken it as a competing weapon or to gain over
someone. Emotionally matured individuals use socialised power rather than personalised
power, that will lead to work for the benefit of followers. Today’s changing competitive
environment not only require smart managers at the top level but also require experienced,
skilled and knowledgeable people in the organization. “Using strategic vision to motivate and
inspire, empowering employees at all levels, accumulating and sharing internal knowledge,
gathering and integrating external information and challenging the status quo and enabling
creativity” (Kirkpatick & Locke, 1991, p.19) are the priorities, which must be focused by the
leaders to survive in the 21% century. Shuck & Herd, (2012) had the opinion that today’s
dynamic workforce requires new perspective of leadership and an understanding on leadership
development. This new perspective of leadership is characterized by motivating employees in
the organization emotionally, cognitively and behaviourally towards the organizational goals
and meet the challenges. Shuck & Herd suggested that leadership should be accessible by
anyone, that means anyone can approach leaders without any barrier. And this leadership is not
confined to some selected people or in other words it is not the special characteristics or trait
associated with some selected people. Those who are able to transform their followers in a
positive way can become leaders. They argued that there is no specific perspective of leadership
applicable in all context, because it has drawbacks and limitations. They concluded that

“leadership starts with the self” (p.173). Anyone can become a leader; it only requires change
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in perspective and not depend on the level of hierarchy in the organization. A person should
need a mindset to see all things and accept the required one and eliminate those which is not
required. It will transform the way you perceive things and actions. Kirkpatick & Locke had
also argued earlier that trait is only a precondition for leadership. Role modelling, formulation
of vision and goal setting are the basic requirement for becoming a successful leader.
Successful managers use leadership skills to cooperate with workers, facilitate work, solve

problems and coach the subordinates (Woodard & Geissler, 1999).

In order to succeed in a competitive environment, an organization must use the talents of all
employees effectively in the organization. For that the top management has to create as many
opportunities to exploit the potential of employees in the organization. A leader has to guide
the followers and develop them to succeed in their roles. In this regard leader act as a coach.
While working in a group, a leader is responsible for making things easier and capable of
attaining it by the followers. A leader should always think strategically. He/she must give
directions and approaches to the team to achieve the desired goals. The organization is changing
fast. A leader should be able to guide and become the champion of that changes. He/she must
update all the information which is necessary for taking decisions and must be very confident
and not to be afraid of taking decision. Listening is the foremost character of a best leader.
He/she talks very less, they ask many, listens carefully and observe very thoroughly. Depending
on the changes in the environment, an organization must be capable of becoming more flexible,
responsive, willing to adapt changes, and able to compete in a new way (Dess & Picken, 2000).
A leader should have the ability to understand the internal and external challenges effectively.
Authentic assessment of oneself is not an easy task for anyone. It needs constant and continuous
evaluation of oneself, that is the evaluation of one’s strengths and weaknesses and make
genuine judgement. Leadership can be viewed as motivating others to do something on the
basis of some purpose. A person can exercise both managerial and leadership function at
varying degrees and varying times under different context. The main factor that differentiates
leadership function from managerial function is the visionary aspect involved in leadership.
What kind of leadership should be adopted in an organization is depend on the organization or
social context of work. A leader has to interact with many people and he or she has the
responsibility over others, for that he or she must have a personal concern for morality. The
author argued that today’s working environment is characterised by cooperative and transparent
framework of mutual interaction, so the leadership style adopted by the person must be like

authentic nature giving importance to the ethical aspects of leadership that is respecting others,
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consider others as rational beings, they are also has emotions feelings etc. (Palmer, 2009).
When a person is in a leadership role, it’s their responsibility to show a model moral behaviour
to others and set an example of themselves to others, act in an ethical manner and build good
relationships in the workplace. Leadership featured by ethics can help to boost the morale of
the employees. It can create positivity and collaboration in the workplace in that way it makes
employees happier in the organization. These leaders respect everyone in the organization
equally. It creates an awareness in the minds of employees that they are fairly treated and have
trust on them. All leaders and managers face stresses in their personal as well as work life. If a
person is holding ethical standards, they can handle stress in a positive and productive manner.
They can solve problems in a fair manner. Because, they consider each person and opinion of
each in an impartial manner. Avolio & Gardner, (2005) argued that authentic leadership can be
incorporated with any form of positive leadership. Such type of leaders knows their strength
and weaknesses. They believe that their strength comes from the strong belief in themselves
such as confidence, hope and optimism. Such type of leaders can make a change in the
organization by the way of transparent decision-making, mutual trust, confidence, hope,
optimism, building relationship with others and developing a positive ethical climate. These
leaders are trying to improve themselves. Because they know that to make improvement of self
is the key to success in an organization. Inward looking nature of these leaders enable them to
get idea about the emotions and beliefs and to make self-assessment. It helps to identify what
kind of leadership is suitable to them and to the organization and the skills and abilities required
for the same. Authentic leaders are characterized by acknowledging their limitations and
shortcomings and exemplify high moral standards, integrity and honesty. To be an authentic
leader there must be a blend of these moral standards, integrity, honesty internally to the leader
and externally to the leader-follower relationship and must be true to oneself because it related
to the collective good of others (Bishop, 2013). Today leadership without relationships can’t
be imagined. In the leadership domain emotions and emotional intelligence are of worthy

consideration (George, 2000).

Gender is another factor of consideration in leadership. Both men and women try to gather
right traits, skills and abilities to succeed in the leadership position. Both are having the ability
to implement change and influence others. One of the differences found is that the way they
influence others or the way to achieve goals. But there is a myth that men are more capable as
leaders than women. Chuang & Eversole, (2022) emphasised that, now the industry is

changing, so this change in industry requires change in workforce and change in leadership.
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Equal to men, women are also capable of taking the role of leadership. But there are some
factors such as lack of self-confidence and assertiveness that hinder them to come forward. It
is the duty of the organization to bring changes in the organization structure, removing the
inequalities in the workplace. Women must be given adequate care and attention to boost their
strength in the area of interpersonal skills, empathy and self-confidence. The masculine nature
of leadership behaviour includes; “self-reliant, independent, and assertive, has leadership
abilities, is willing to take risks, makes decisions easily, is dominant, is willing to take a stand,
acts like a leader, and is athletic, ambitious, and self-sufficient” (Kolb, 1999, p.307). Traits and
behaviours such as “affectionate, compassionate, and cheerful, does not use harsh language, is
loyal, sensitive to the needs of others, sympathetic, gentle, and understanding, loves children,
and is tender and warm” (Kolb, 1999, p.307) considered as feminine nature. The author
concluded that gender role of a leader affects the comfort level in doing a task. But the attitude
towards leadership and leadership experience are more important than masculinity. Kolb also
comments that leader behaviour of a person is influenced by nature of work, organization
culture and nature of employees. Memon, (2014), found gender differences in leadership style
followed by the people. Women leaders show a relational orientation while interacting with
others but men show unemotional orientation. Men’s leadership use more power or authority
to influence others. But (Kirkpatick & Locke, 1991) found that there is no relevance for
whether the leaders are made or born, men or women with high intelligence. It only needs right
stuff and it may not be present in all people. The society should change their perception towards
women that they are not capable of becoming leaders. They should understand that there is no
gender disparity in determining the leadership capability. Women are proved that they are
capable of becoming a successful leader. Organizational culture determines the role, behaviour
and actions to be taken by each person which is appropriate for the organization in order to
create a positive environment. There is no one best organization structure which is fit for every
type of organization. Leaders must opt a structure which is suitable for the organizational goals
and objectives. The author recommends to have a flatter and decentralized organization
structure to boost supervisors EQ and adopt suitable leadership in the organization

(Polychroniou, 2009).

There are many factors affecting the behaviour of leaders. Leaders use humour to make the
work more enjoyable and make the employees happier. It helps to build deep relationship with
others, increase employees job satisfaction, it reduces status differences, engage all the people

without any difference. Tan et al., (2021) discussed about the role of leader humour. Leader
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humour is associated with intentional and social communication enacted by the leader. They
found that leader humour helps to enact high quality relationship between leader and follower.
It shows confidence in the minds of leaders. Those leaders who make fun or humour will
always remain in the minds of employees. It can help the leaders to manage stress effectively
without making any harm to other. Zapata & Hayes-Jones, (2019) investigated about the
humility character in leaders and its consequences. They argued that it can lead to both benefits
and costs to the leaders. Humility in a leader enable him/her to accurately view ourself and
appreciate other’s contributions. It helps to make productive relationship with the followers.
But when admitting the mistakes and acknowledging the limitations shows leaders inability.
By involving others into the work in such a manner like taking advices and assistance from
others, depending others for doing something leads to reducing the level of autonomy. When
appreciating the works of others, do not focusing on the effort put on by the leader, leads to
deemphasising the contributions of leader thereby it signals lack of independence. Another
factor called empathy is considered as the most essential aspect in the 21 century. In leadership
we cannot be ignored (Holt & Marques, 2012). Badea & Pana, (2010) also had an opinion that
the capacity to be empathetic is a prerequisite for the leader to make relationship with
subordinates and for effective communication. People who are self-aware can better understand
others and can cultivate an atmosphere of trust and cooperation. They conclude that leaders
with the ability of having empathy can create stronger interpersonal relationship with others
better self-motivated, can motivate the subordinates, ability to adapt the changes, perform
better the role of leader, create emotional connection in the organization, create trust and a
climate of cooperation. Humphrey, (2002) reported that empathy is very important for the
leadership. Leaders has to manage the emotions especially related with optimism and
frustration. There are some spiritual values associated with leadership effectiveness. Reave,
(2005), identified integrity as the most spiritual value associated with leader success. It requires
honest communication with the self and with others, then only they can build trust among the
subordinates. Effective leaders give respect for other’s values, fair and equitable treatment of
subordinates, show care and concern for others, appreciate the contributions, listen
responsively. By these spiritual values, the peers, subordinates can judge their leader’s
effectiveness and thereby enhance the level of performance. Eliot, (2020) found that leaders
with high level of resilience are able to respond in a positive manner under crisis situation and
can also able to increase resilience among the people around them. Allison, (2011) also had an
opinion that resilient leader uses their words very carefully to create a positive emotional

climate in which the individuals feel to create a better future. These people engage in personnel
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renewal, stay very optimistic. To lead a team, a leader has to differentiate between different
personalities of people engaged in the group, take care of the people by the way of motivating

them, help them to be successful and make them accountable towards the work (Llopis, 2012).

If the leader is capable of influencing others and support the team members successfully, that
kind of leadership can be regarded as an effective one. There is no single element that influence
effective leadership. There are several characteristics associated with it. The leader is required
to incorporate all these features and align it according to the organizational goals. If the leader
is not effective that will adversely affect the growth and development of the organization. Like,
it may lead to less productivity, less profitability, labour turnover etc. Therefore, to become an
effective leader is not an easy task for anyone. It is an iterative process, require continuous
assessment of strength and an evaluation of oneself both positive and negative aspects. Kanwal
et al, (2017), argued that leaders who are emotionally and socially intelligent exhibit effective
leadership in organizations, because they are practicing transformational leadership style. They
recommend that the companies to recruit and select managers who are emotionally and
culturally intelligent because those persons exhibit a strong potential for becoming a
transformational leader. Emotional intelligence contributes effective leadership that is inspiring
leadership by the way of development of goals and objectives of the organization, aware others
about the importance of the work, generating and maintaining enthusiasm, confidence,
optimism, cooperation and trust, encouraging flexibility in decision making by including
participation from the employees and establish and maintain an identity to the organization
(Pasha, 2016). A study conducted by (Ofori, 2018) discussed about the importance of EI in
software development to point out the leadership challenges. In the IT industry, leadership faces
so many challenges like developing managerial effectiveness, inspiring others, to lead a team,
develop employees, managing the internal stakeholders etc. It is the duty of the leader to handle
a team, motivate the team members, through emotional intelligence a leader can do the same.
Spreitzer et al, (1999) found that leadership involving psychological empowerment followed
by supervisors are rated by their subordinates as innovative and inspirational leaders. Today’s
leadership is characterised as mostly influencing nature. It focuses on building relationships
with others. This leadership gives an opportunity to the followers to achieve their ambition. It
creates passion about work in the mind of members and help them to achieve it. They not only
focus on achieving organizational goals but also achieving the personal goals too. Garg &
Krishnan, (2003) argued that effective leader is one who is capable of becoming leader of

leader. A true leadership is characterised by value-based and ethical in character. That means
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be honest and ethical, develop a vision, be trustful, respect others, ability of clear thinking 1.e.

consider own ideas, allow participation by the followers.

Hartog, (2001) studied about leadership as a source of inspiration. He identified charisma &
self-confidence as the components of inspirational leadership. Such leaders are characterized
by ingrain pride, increase optimism among others, gain respect and trust. Individualised
consideration ability among the leaders helps to get the full potential from the subordinates,
because each one is treated as unique and valuable one. Inspirational leaders are regarded as
transformational or charismatic. They are capable of building confidence and expressing
confidence among subordinates. They focused on creating and changing their desired
environment. It is also found that inspirational leadership and organizational commitment are
positively related. But it may be a double-edged sword because if the manager goes against the
management, it will not happen. In an uncertain environment, inspirational leader behaviour
may not be expected be successful. Belias & Koustelios, (2014) studied about leadership style
in the banking sector. They found that transformational leadership style is positively related
with employee performance, job satisfaction and job commitment. Mainly the job satisfaction
of employees in the bank is depend on the relationship with colleagues and supervisors and
their perception towards the organizational culture. The factor organizational politics can be
considered as a mediator between leadership and performance. Rowold & Schlotz, (2009)
studied about the transformational and transactional leadership style and the employees’ level
of stress in governmental organizations. They found that managers must avoid transactional
leadership style in governmental organizations. Managers can adopt transformational style of
leadership; they expect high-level performance from the employees, but care should be given
on whether there is any demand on increased performance and causes higher stress among
employees. They concluded that in terms of productivity and stress level, transformational style
of leadership is seeming to be more beneficial. Aishat et al, (2015) also had a similar opinion
that transformational leadership style is the most suitable leadership style that can be followed
in banking sector because it helps to boost, the performance employees in the organization.
Hinduan et al., (2009), also recommended transformational leadership is the most suitable style
applicable in banking sector because it positively related to job satisfaction. Mathew, (2018) in
her thesis found that EI, transformational leadership and leadership empowerment are
positively related in different service sector. The performance of managers is affected by the
leadership style chosen by them. That means if the manager is an autocratic one, the

performance tends to decrease and if the manager follows democratic style, the performance
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tends to increase. The managerial performance is affected by the emotional maturity, self-
confidence and leadership skills of the manager. But it is proved that among the three
parameters leadership skills contribute more to the managerial performance than emotional
maturity and self-confidence (Kathuria, 2014). Abbass, (2012), reported that basic task of any
manager at any level or at any organization is to create and maintain an environment to
accomplish the business goals. Abbas lists out some qualities required for a good leader. They
are; a guiding vision, passion, curiosity & daring, enthusiasms, integrity, toughness, fairness,
warmth, humility and confidence. Various managerial skills can be used as an effective tool for
leadership in democracy. Pihie et al., (2011) studied about the leadership styles in department
head in research university. They found that transformational style of leadership was the most
suitable style of leadership to be followed in research university department heads. In any field,
the leadership effectiveness is determined by the style of leadership selected by the leader.
Khan et al., (2016) argued that a leader should possess adequate skills especially vision and
innovative thinking to make successful organizational changes. Innovative approach brings an
innovative culture in the organization. So, the organizations can adopt either transformational
or democratic or visionary style of leadership. Russ-Eft & Brennan, (2001) found that vision
is the most important characteristics of any kind of leadership. Effective leaders try to establish
vision for the organization, they set standards for performance and create a focus for the
organization’s efforts. Russ-Eft & Brennan comment that leaders in the managerial position
must have a flexible, consensus-oriented leadership style, be able to spend time to communicate
with the co-workers that helps to work out a good relationship with them. But (Sougui et al.,
2017) comment that there is no particular leadership style to be followed. They conducted study
in the field of telecommunication sector based on leadership and employee motivation in
Malaysia. Leaders has to change their behaviour according to the existing conditions. Because
all leadership styles have both positive and negative influence on various aspects such as
motivation, satisfaction and performance in the organization. Leaders show humility, respect,
commitment and loyalty with the employees in the organization leads to improved
performance. Leaders who care about the wellbeing of others, can encourage the employees to
increase their productivity, commitment, synergy and improved quality (Caldwell & Dixon,
2010). Vigoda-Gadot & Meisler, (2010) found that a working environment with less influence
of politics can influence the performance of public sector employees formally and informally.
To have better employee satisfaction and organizational performance, there must be a secure
bond between the leader and the followers. That is dependent on the leadership style chosen by
the managers (Molero et al., 2013). Aldoory & Toth, (2004) pointed out that leaders can change
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their style whenever necessary to bring effectiveness. Transformational leadership style require
high-level of emotional management skill (Humphrey, 2002). For public relations educators
and professional associations, they need transformational style of leadership because it enables
the leader to make a good rapport and personnel connection with the employees, enable them
to understand the emotions of others (Jin, 2010) Ugoani, (2015) discussed about the
motivational leadership based on a model called KICS (Knowledge, Intelligence, Collaboration
& Synergy). This is based on the four-cluster model of EI. Ugoani argued these are the
components of motivational leadership. Knowledge is one of the unavoidable elements of
effective leadership. It helps to gain knowledge of self and that of others, team and the work
environment. It helps to collaborate the members into the work and decision-making. Different
situations demand different leadership behaviour that require adequate knowledge that makes
a person a best leader in the organization. Motivational leaders are capable of inspiring others,
capable of developing common identity for the team, avoid autocratic behaviour, be value-
based and committed to the goals of the organization. Intelligence is about general intelligence
along with emotional intelligence. Then a leader can collaborate or make relationship with
others. Collaboration helps to connect with others to make things happen. Emotional
intelligence is considered as an index of knowledge, intelligence and collaboration that makes
leadership as success. Lone & Lone, (2018) studied about the predictive capacity of EI in
leadership effectiveness in non-western context. They took samples from the banking sectors
in Jammu and Kashmir. It is believed that emotional intelligence in an organization is meant to
understand the emotions and feelings of people in it. They argued that by using western
topologies may not give consistent result on the relationship between EI and leadership
effectiveness. They argued that a model is required to exhibit the relation between EI and
leadership effectiveness in non-western context. Hence their study was based on the model
developed by Singh & Chadha that seems to be appropriate for the Indian values and culture.
The model consists of three dimensions; “emotional competency, emotional maturity and
emotional sensitivity” (Lone & Lone, 2018, p.04). They argued that a person with high amount
of EI can remove obstacles, resolve conflict and are able to face any issues that hinder the
managerial objectives. Therefore, they argued that a manager can increase work efficiency and
inspire followers if they are having critical emotional intelligence. Finally, they found that
emotional intelligence is considered to be the basic requirement for leadership effectiveness in

Indian banking branch system.
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This section dealt with the previous studies conducted in the area of leadership, different
leadership skills and leader behaviour. It discussed different leadership styles adopted in
different industry or sector. Most of the studies are related with transformational, transactional,
authentic etc. There is very limited number of studies using the variable inspirational
leadership. There is not much studies conducted earlier in this respective area in India as well
as outside India. No studies were found conducted in Kerala regarding inspirational leadership.
Therefore, this study may give an insight on the concept inspirational leadership pattern

followed in the banking sector.
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2.4 Emotional Social Intelligence

In many jobs, humans are replaced by automation, Al and robots. Majority of the human
activities are done by the machines itself. So, it is very important to highlight the human
abilities and competencies that separate us from the machines. There arises the need of EI.
Emotionally intelligent individuals are always striving to learn things and develop themselves
as something special, that differentiate from others. It helps to differentiate between different
kind of emotions and use it properly. In an organization, we are dealing with many people
coming from different socio-cultural background. Their behaviour will be different than what
we expected from them. To have a supportive environment, the leader or the manager has to
deal with the emotions or feelings of others and try to understand it properly. Because all people
are not same. If a person is having high-level of emotional intelligence, he/she can better able

to deal with the people, adjust to the work environment, handle challenging situations.

The work environment is changing day-by-day. To have a good work environment is the
responsibility of everyone. It is influenced by the behaviour and attitude of employees, policies
of the organizations, power of human potential, value of human resource etc. Amit et al, 2015)
found that rapid environmental changes cause transformations and influence the organization
especially leadership. This transformation demands emotional intelligence. Emotionally
intelligent people know their abilities, strengths and weaknesses. They can manage themselves
in adverse situations appropriately. They give more priority for keeping relationship with others
and try to empathize others and their situations. People who are managing things emotionally
are better able to know oneself and others. Those with emotional capacity can achieve success
in their life. Empathic ability has an important role in leadership, because it helps in making
relationship with the subordinates and for effective communication (Badea & Pana, 2010).
Emotions are intense feelings in an individual. Each and all emotions inspire actions in an
individual that may affect other positively or negatively. EI plays a vital role in communicating
emotions and feelings effectively and has an influence on individual’s behaviour, performance
and the ability to meet contingencies. People with high emotional intelligence can modify their
behaviour in order to gain desired outcomes. These people can identify what others feeling,
what it means and how it will affect their behaviour and towards others. It is not an easy task
to manage the emotions of others. But if a person is able to understand the reason behind the
particular emotion or behaviour, he/she can manage the emotions. Emotional intelligence helps
to have positive relationships with others. People with EI can understand and easily respond to

emotional needs of others. It helps to strengthen the relationship with them. They can build
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trust, create a peaceful environment and able to develop a successful personal life. These people
view challenges as opportunities that enable them to be motivated and persistent in all
situations. Salovey & Grewal, (2005) in their study also revealed that emotional intelligence
predict success in personal and work relationships. Their study was based on the four-branch
model of emotional intelligence developed by (Mayer & Salovey, 1997) that characterizes
emotional intelligence as the ability of perceiving, using, understanding and managing
emotions. Emotionally intelligent people can better handle the complexities of the workplace.
These people are considered as leaders or role models. This ability enables them to be
successful in their career and create more productive environment. EI is regarded as an essential
quality to those who are aiming at leadership position within the organization. In an
organizational hierarchy, when we move to the higher-level, high-level of emotional
intelligence is required than at lower-level. For career development, nurturing of El is essential,
that will enable the people to become the masters of their emotions i.e. to know, understand,
manage and control the emotions of oneself and those of others to gain success in the workplace
(Arora, 2017). In an organization, a person is selected for a job on the basis of intelligent
quotient but at the same time emotional quotient is required in order to survive in that job. EI
helps a person to gain success in professional life, because it enables the individual to have
those skills which is needed to lead, to work in a team and reduce the complexities in work.
People working in the IT industry have certain emotional intelligence characteristics such as
“the ability to know, understand, respond to emotions, be aware of how one’s words affect
others and overcome stress” (Ofori, 2018, p.02). To inspire members in the team, to bring
managerial effectiveness, develop employees, managing internal stakeholders are the most
challenges faced by the leaders in software industry, but it can be resolved with the help of
emotional intelligence. Social awareness and relationship management has an important role
in dealing with employees and response to changing situations. Ofori identified emotional
awareness, the ability to harness emotions and the ability to manage emotions are the important
skills constituting emotional intelligence. Asadullah, (2013) find out that components of EI
such as self-regulation, self-awareness, motivation, empathy and social skills enables
leadership success. That means there exist a strong relationship between EI and leadership
success. By the development of goals and objectives, aware others about the importance of
work and maintaining enthusiasm, confidence, optimism, cooperation, and trust, encourage
flexibility in decision-making and give a clear identity to the organization leads to leadership

effectiveness through emotional intelligence (Pasha, 2016).
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To have positive emotions doesn’t meant be always happy and joyful. There are many other
emotions such as hope, pride, interest compassion, gratitude etc associated with being
successful in life. George, (2000) argued that leaders with high level of EI have the capacity
to resolve problems within the organizations with the help of positive emotions. In this
corporate world, emotional intelligence became key ingredient especially for the corporate
leaders. Being emotionally self-aware helps to have an accurate sense over the strengths and
weaknesses that brings self-confidence. It gives clarity on the values and objectives that make
a leader an authentic one. Self-awareness means a deeper understanding of one’s thoughts,
drives, motives, emotions, strengths and weaknesses. People with self-awareness are neither
too hopeful nor so critical. They will be honest to themselves and to others. When a person is
having the ability of self-awareness, there will be realistic self-assessment and he/she will be
self-assured. All these things depend on the ability to monitor one’s emotions and correctly
name and recognize that emotion and respond it properly. Bratton et al, (2011) reported that a
leader with self-awareness can change their behaviour to adjust with the subordinate’s
perception towards the goal. People with high EI helps them to communicate those emotional
experiences and thereby lead to effective regulation of affect within themselves and others
(Mayer & Salovey, 1993). Wheeler, (2016) in his article interpret self-awareness as correctly
interpreting the co-workers and surroundings by avoiding misunderstanding based on
misperceptions. Emotional honesty and empathy help to motivate themselves in the workplace
and helps to understand the energy put forwarded by them to gain something and to know what
costs to them and to others. It enables a person to become a good team player. Wheeler also
asserts that too much empathy shown by the supervisor lead to a chance to others to manipulate
them. These competencies can be developed by the way of proper training and coaching.
Antonakis et al, (2009) also commented that leaders are required to be aware and put an attempt
to understand and manage the emotions of self and of the employees. Behbahani, (2011) argued
that managers with high-level of self-awareness along with emotional intelligence, can gain
respect from subordinates. Empathetic behaviour of managers helps them to manage
interpersonal relationships and thereby helps to motivate employees. Emotional intelligence
“acts as a source of motivation, information, feedback, innovation and effectiveness”
(Behbahani, 2011, p.389). Emotional intelligence is found to be very effective in areas such as
decision making, leadership, strategic and operational processes, communications, team work
and healthy work relations. High-level of emotional intelligence among managers and

employees helps them to avoid negative feelings and focus on positive feelings especially self-
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confidence and conformity. Finally, the author pointed out that EI is an important criterion for

developing capabilities in employees.

While taking vital decisions in the organization, the leader has to consider how their emotions
or feelings affect the productivity, judgement, attitude and so more. It does not mean taking
decision on the basis of emotions, it means allowing those emotions to work with rationality
by the way of not affecting judgement. A best leader is self-aware not only with the emotions
but also aware of strengths, weaknesses and limitations. Now-a-day the leaders are focused on
building relationship with the followers rather than focusing on task. They invest more time
and energy for earning trust and respect from employees, encourage employees for their career
development and create a positive team culture. Chauhan & Chauhan, (2007) found that today’s
leadership is highly motivated by the relationship they built with the employees in the
organizations and it is more influenced by emotional intelligence. That means people prefer a
people focused style of leadership. “EIl can enhance success but it is not a guarantee in the
absence of any skill” (Chauhan & Chauhan, 2007, p.226). That means alone with EI can do
nothing, but with the help of other required skills, it brings success. They concluded that in the
organizational hierarchy, high level managers have high level of emotional intelligence and
role efficacy compared with managers at lower level of management. In a pressured workplace,
a person with EI can handle stress carefully, manage the relationship with colleagues and
remain calm. Shipper et al, (2003) had the opinion that managers with high EI (associated with
high-level of managerial self-awareness) are expected to be high performers. It is associated
with effective use of interactive skills such as “communication goals, planning and problem
solving, soliciting suggestions, coaching, training, supporting, providing feedback, delegating
and expressing appreciation or complimenting good work.” (Shipper et al., 2003, p.174). Luca
&Tarricone, (2011) in their study discussed about whether emotional intelligence affect team
work? They argued that by the way of encouraging a progressive and positive working
environment, developing a combination of technical knowledge and well-developed emotional
intelligence by the team members will inspire and motivate the people and can develop a
successful team. It gives more emphasis on self-awareness, empathy, social awareness domain
of EI. They also found out that “lack of EI makes the team more dysfunctional” (negative
interdependence, poor communication, lack of consideration, empathy and understanding)
(pp.373-375). people with low-level of EI may face difficulty in maintaining relationship with
others, regulating the emotions and fail to take appropriate behaviour. People will be

unnecessarily feeling and controlled by a range of negative emotions, their perceptions will
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also be negative i.e. feel under-appreciated and powerless. This result into, the person is
frustrated all the time, give no attention to the feelings of others, act without thinking, give up
the goals, face difficulty in communication. Therefore, it is very difficult to make relationship
or to deal with persons with low EI. But this can overcome by the way of focusing on the
positive aspects of one’s personality. By listening and engaging the people with low EI can also
improve the situation. Melita Prati et al, (2003) pointed out that if a team is characterized by
“cohesive, communicative, innovative and supportive for its members” (p.34) it can be called
as an effective team. They argued that emotionally intelligent team leader can effectively
motivate for collective action, provide supportive relationship with team members, influence
and encourage the team members for their pride and identity. Development of emotionally
competent leaders is not enough to have an effective team, there must be an emotionally
competent norms in the team (Koman & Wolff, 2008). Depending on the groups, norms may
vary. It is developed consciously or not. Not only with trust among members in the team, group
efficacy and sense of identity among members a team may not be effective but also there must
be emotionally intelligent norms. Group norms are characterised by acceptable behavioural
patterns that influence the interaction between the members. This helps people how to act and
behave in a group. In that way it helps cooperation and enable the workers to work together
and build relationship among them. Wong & Law, (2002) argued that while interacting with
other people, a leader should be emotionally intelligent. Ashkanasy & Daus, (2002) argued that
leaders must have emotional self-understanding along with understanding the emotions of
others. It helps the leaders to face emotionally challenging situations and provide individualised
support to the employees. “Emotional intelligence seems to be an important catalyst of
leadership” (p.81). An emotionally healthy and supportive organization culture and climate
facilitate emotional intelligent capacities in leaders. There are some preventive and restorative
techniques identified by Ashkanasy & Daus to transform an emotionally unhealthy
organization to an emotionally healthy organization such as the organization is required to
assess the emotional impact of jobs, by friendly and positive emotional climate, train the
employees on emotional intelligence skills and select employees in the teams based on
emotional attitude. There must be true, honest, open and consistent exchange of emotional
feelings between the managers and employees, then only there exist an emotionally healthy
organizational climate. Goleman & Boyatzis, (2017) discussed about the 4 elements of EI; self-
awareness, self-management, social awareness and relationship management. In order to bring
excellence in the work and leadership role, there must be a balance between the EI

competencies. Learned and learnable competencies under EI domain enable a leader to bring
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excellent performance because all leaders may not be expert in all competencies. A successful
team can be built by the way of emotional bonding between the people in the team. Self-
awareness can be interpreted either as public self-awareness and private self-awareness. That
means; awareness on how we can be presented to others. It requires the understanding on social
norms and behave accordingly. But the dark side of this aspect is that, people always be worried
about what others think about them. Private self-awareness is concerned with looking into one’s
internal state. This kind of people will consider their emotions and feelings very seriously.
Being self-aware helps to understand things from different perspectives. “Appraisal and
expression of emotion, the use of emotion to enhance cognitive processes and decision making,
knowledge about emotions, and management of emotions” (George, 2000, p.1033) affects
effective leadership. Building emotional connection with the employees in the workplace helps
to motivate them easily. That is people feel that work is important and worthful to each of them
and their emotions are recognized and valued that will create energy through the entire team.
In that way that motivate them and do the best because others will appreciate for the good thing.
These kinds of employees will be more comfortable in the work environment. Emotional
connection between the employees is created only when they feel they are very much attached
to the organization. In that way employees become very happy, productive and retain in the
organization. This emotional bonding is built on the basis of shared feelings between the
people. This enables high-quality relationship, mutual trust, respect, interaction and interest
between them. Emotional bonding helps to build a successful team. Because it helps to develop
positive and effective interpersonal as well as professional relationships among the people in a
team (Luca & Tarricone, 2011). Building emotional connection between the employees is
considered as a new way of engaging employees in the present business scenario. Therefore,
it’s the duty of the manager to provide empathy and emotional support to the employees in
order to create a supportive environment for the growth of employees. Arghode, (2013)
recommended that instructors must be trained to develop bonding with the students and to make
emotional connections with them. Sayeed & Shanker, (2009), once said that an organization’s
culture is bounded with emotionally intelligent, i.e. the organization give importance to the
emotions of people and the people with EI give more importance to relationship building,
empathy and social responsibility that led to trust and commitment among employees. Sayeed
& Shanker concluded that high emotional intelligence can be regarded as a factor of concern

for those aspiring to become a leader in the formal context of organisation.
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To be a leader of an organization, is not an easy task for an individual. The person is required
to handle different personalities with different emotional background, require to handle the
work pressure, to meet organizational objectives. Only with the managerial skills, IQ and
technical skill one cannot handle all these things. He/she needs something extra or overlooked
quality that is EI to deal with these things. Emotional intelligence is considered to be more
important than technical and analytical skills. Leaders who are able to understand and manage
the emotions of others can sustain the employees in the organizations for a longer period of
time, their emotional intelligence level will be high and these leaders are considered to be
successful in their personal as well as professional life (Singh, 2008). EI goes beyond the
administrative set ups that connect to the emotions of others and of ourself and help to manage
it and understand how it affects others and how it can be used to get positive outcomes. Webb,
n.d, () studied about the impact of leaders’ emotional intelligence on employee satisfaction and
commitment based on a survey conducted among workers with full-time work positions across
multiple industries. It is found out that hiring or promoting managers who display high
emotional intelligence will helps to achieve organizational goals. The organizations are
required to educate and train about the positive as well as negative impact of leader’s behaviour
on worker’s level of satisfaction and commitment. They found that emotionality and self-
control reveal extremely high coefficient for predicting employee satisfaction and
commitment. The company should give emphasis on developing attributes of emotionality and
self-control. It 1s also suggested that the interrelations between the factors of emotionality,
sociability, self-control, and well-being should be explored in depth to determine which
combinations are most predictive of employee satisfaction and employee commitment to both

the leader and the organization.

There is a general assumption that females are more emotionally intelligent than men. But in
reality, both men and women must need EI, it helps to manage it properly in the workplace.
Byron, (2007) in his study discussed about the ability to read emotions by the male and female
managers. He found that those managers who can perceive the non-verbal emotional
expressions of others are more persuasive and supportive and have satisfied and successful
subordinates. From those female mangers are found to be more persuasive (better able to
perceive non-verbal emotional expression of others) than male managers because they got
higher rating of performance by the supervisors and higher rating of satisfaction by the
subordinates. But in a recent study by Hopkins & Bilimoria, (2008) reported that male and

female leaders are found to be equally emotionally socially intelligent. Even though there is
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equivalent level of ESI competencies male leaders are found to be than female leaders. The
competencies identified from a most successful leader includes; Self Confidence, Achievement
Orientation, Inspirational Leadership and Change Catalyst. “Inspirational leadership and
change catalyst are found to be the vital competencies required in an industry having structural
changes and facing uncertain futures” (p.28). A study by (Mandell & Pherwani, 2003) found
that in the organizations, there is no gender differences in predicting the leadership style but
the level of El is different. Emotions plays a dominant role in the performance of an individual,
both personal and professional life. Emotional intelligence guides a person to distinguish
healthy feelings from an unhealthy one and try to convert negative feelings into positive one.
Only with the self-awareness and managing self-one may not be effective in a team or
organization. For that one need to bring these skills together and become a socially intelligent
person. Anand & Udayasuriyan, (2010) conducted a study on EI and leadership practices.
Executives from public sector organization from south India has been taken for the study. They
found that executives need emotional intelligence to work more efficiently to give knowledge
to the subordinates as well as to maintain a cordial relationship with others. Leadership
effectiveness the “extent to which leadership process brings group and organizational success”
(Kotzé & Venter, 2011, p.403). They found that leader’s EI has an important influence over the
leadership effectiveness in public sector organizations. They found that despite the
organizational factors such as formal structure, command and control system in a public sector
organization, effective leaders are better able to maintain satisfying and healthy relationships,
respond to the emotions of others and show their contributions to the well-being of the group.
Lebeck & Chighizola, (2018) conducted a study on emotional intelligence and its effect on
performance outcomes in a leadership development school among military officers in US
Airforce. High-level of commitment ethic, empathy and leadership and low level of aggression
dimensions of emotional intelligence predict high performance in a peer leadership
environment. Mishra & Mohapatra, (2010) also found positive correlation between EI and
work performance. That is increased EI is associated with increased work performance. They
have taken employees working in public as well as private sector organization. Bachelor’s
degree was taken as the minimum qualification for the employees. Among the different
demographic variables, only work experience was found positively correlated with EI. Goyal
& Ajawani, (2017) studied about the role of EI in employee engagement among IT
professionals. Professionals with high EI shows high level of employee engagement that is
attributed by emotional self-awareness, assertiveness, self-regard, self- actualization,

independence, empathy, inter personal relationship, social responsibility, problem solving etc.
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abilities of professionals. EI helps to understand and use the emotions effectively. These skills
can easily learn by the way of training. In that way managers can build a better workplace
climate. But in north-western culture emotional intelligence has no influence on organizational
climate (Abdulkarim, 2013). Improving EI assist to manage stress. Because it helps to assess
the situation and cope the pressures, demand and stress in the workplace. People with high EI
is less affected by stress. These people give comfortable reaction to stressful situation. Chhabra
& Chhabra, (2013) in their study discussed about the effect of emotional intelligence on
occupational stress among employees of Indian Border Security Force. They found that persons
with high EI did not have lower occupational stress significantly. A leader is required to have
knowledge to understand the environment and the people (Arghode, 2013). People with EI can
manage the emotions of self and others effectively thereby leads to reduced conflict and build
productive relationships. It is believed that people with EI have more positive life experiences
and engaged in satisfying relationships. EI is considered as a vital element in all kind of
relationships. Singh, (2008) studied about EI and workplace effectiveness and found that

people with high level of EI, can sustain their employees for a long time.

EI matters more than technical and analytical skills. Feelings and emotions can be used as a
managerial tool to develop relationships with people. No-rational factors such as emotional
factors have high influence over the activities in public agencies (Vigoda-Gadot & Meisler,
2010). Newman et al, (2009) argued that public administrators must be caring leaders that
means the staffs must be provided with an environment, which is comfortable at the emotional
level. The challenge in front of the public administrators is not to do the work in a more efficient
manner but to make it more humane and caring. Connectivity and relationship building are
found to be the most important traits of leadership. The best leaders are characterised by
trustworthy, empathetic and connected to the people. Emotional intelligence can be used as a
performance indicator to assess the quality of services rendered by public sector employees
(Vigoda-Gadot & Meisler, 2010). Today emotional intelligence and empathy is considered as
the essential elements for building a successful professional life. It helps to create a better
workplace behaviour. That is, it helps to remain calm under pressure, give valid responses in
critical situations, resolve conflicts without frustration, and helps to make critical thinking and
problem solving. If the manager is not showing empathy and EI towards the employees, they
not only lost their employees experience but also losing the future talents. Melita Prati et al,
(2003) found that emotionally intelligent individuals are more empathetic and are able to build

stronger relationships and a supportive system. Sehrawat & Sharma, (2014) studied about EI

52



and its relation with different leadership styles in Indian context. They take mid-level managers
coming from different socio-economic background in the 28-45 years age range working in
different organization. He studied about 6 leadership styles; pioneering, strategic, management/
administrative, team, pastoral and encouraging. Self-knowledge is considered as a strong pillar
in leadership. Without understanding ourself, one cannot understand and manage the emotions
and feelings of others. Managers in the service industry must be well prepared and enable the
team to provide better customer service experiences. Manages who are best at these changing
situations are very flexible and capable of adopting these uncertain situations. These people
can better handle the different emotions in the organization. Goyal & Akhilesh, (2007) argued
that effectiveness of performance in organizations especially in-service industry is heavily
depend on emotional intelligence, it requires a different mindset to survive. EI must be viewed
at individual, work teams and organization as a whole. Ofori, (2018) conducted a study on
emotional intelligence in the software industry. EI enables a leader to have a range of
fundamental skills that helps to respond to the situations accordingly. Social awareness and
relationship management are very essential while dealing with the employees and to face the
changes. Salovey & Grewal, (2005) argued that EI is very important for creating and
maintaining relationship with people. Riggio & Reichard, (2008) proposed that managers at
the top level need good speaking skills and skill in social expressiveness. The ability of social
sensitivity helps the manager to understand and recognize the feelings and emotions of
employees and behave accordingly. Melita Prati et al, (2003) argued that people with emotional
intelligence capacity give more importance to followers, they gain feedback from them to know
the behaviour of oneself and those of others. Employees will stay in the organization if they
are having emotionally intelligent managers. Because they create positive and supportive work
environment for the employees. This will enhance the satisfaction level of them. Besides this,
it improves the mental health and well-being of the employees. Polychroniou, (2009) in his
study consider only social skills, empathy and motivation dimensions of EQ and find out that
it influences employee’s perception on supervisor’s leadership style. By the way of enhancing
supervisor’s EQ level, they can achieve the organizational goals, and empower employees to
do the job, make the employees to feel they are secured in the organization. Rosete & Ciarrochi,
(2005) reported that subordinates and direct managers rate their executives as effective leaders,

whose EI is high and are capable of achieving business outcomes.

People may differ in emotional intelligence. Some may be emotionally high intelligent and

some may have less emotional intelligence. Emotionally intelligent leaders not only
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demonstrate skills such as self-awareness, self-management, social-awareness and relationship
management (Goleman, 2007) but also they show empathy towards others, build trust and
credibility in the team by the way of effective communication, actively listen the opinion of
other members and give feedback properly, depending on the situation, leaders will be
transparent or authentic or vulnerable, they give encouragement and support to the employees
by the way of rewarding for the good work done. If the manager is emotionally intelligent,
he/she can foster creative and happier employees and provide opportunities for their
professional growth. Saini, (2018) argued that the behaviour of employees is greatly influenced
by emotional intelligence. When a person is emotionally intelligent, it will increase the level
of tolerance among them and can well empathize with co-employees. She suggested to appoint
employees with high level of El, the organizations can also conduct programs, in the nature of
training, seminars to boost the EI level of employees. While hiring employees in the
organization, not only the skill, knowledge level, aptitude and experience to be assessed but
also the level of EI to be tested. In the era of digitalization, jobs are automated and people are
widely dispersed. While technology brings a lot of benefits but its losses human touch. Even
though human-beings are replaced by machines, the brain behind the majority of the decisions
are rest with human beings and these decisions are influenced by emotions. Thus, people and
emotions are inseparable. Salovey & Grewal, (2005) argued that emotionally intelligent
persons can adjust their mood swings according to the situations and accomplish the tasks
thereby forming satistfying personal relationships with the employees. They also found that
only by developing the skill of emotional intelligence does not give any results to the people
and to the organizations, there must be interventions on the part of organizations, to address
the contextual and motivational factors affecting the use of these skills. Soft skills are
characterized as the interpersonal skills associated with making relationships with other people.
It determines one’s personality in the workplace. A person must adequate skills in order to be
effective in the workplace. Soft skills are the “skills that enable a person to use the technical
abilities effectively.” (Wheeler, 2016, p.29). He emphasized that a person who is best in his or
her soft skills can be called as an emotionally intelligent person. That means he/she has more
emotional experience, able to understand the emotions of oneself and those of others. Based on
the personal experience of the author, he believed that self-awareness is “know or understand
his own internal and external likes, dislikes, insecurities, hypersensitivities, and
vulnerabilities.” (Wheeler, 2016, p.30). How a person responds to people or situations
(internally or externally) depend upon the self-management ability. It is only possible with the

self-awareness ability of an individual. That means self-management and self-awareness are
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interrelated. Wheeler also argued that a person with social skills is able to better communicate,
listen carefully, ready to receive criticism and are able to work successfully in a team. The main
difference found by the author in his work that technical knowledge only helps the people to
get the job but in order to successful in career as well as in personal life, a person require soft
skills. Kunnanatt, (2008) introduced a competency-based model of EI which explains personal
and social competencies and introduced a sub-competence called social influence. EI in this
model defined as “the sum total of the mind capabilities that enable a person in understanding
one’s own and others’ emotions correctly, in real time, and in managing these emotions
intelligently so as to produce personally and socially desirable transactional outcomes.”
Kunnanatt, 2008, p. 618). Social influence is highly interpersonal in nature and its success

depend on other persons included in the social interaction process.

People never categorize emotions either as positive or negative. It has to be considered as
whether it is appropriate or inappropriate for the given circumstances. A leader is required to
express their feelings, convictions, ideas in a non-destructive manner to others that means that
the leaders must encourage an open communication. A close and supportive relationship with
others and to demonstrate an active concern for people and their needs shows empathy towards
others. But too much empathy towards others shall lead to concentrating less on organizations
goals. The ability of independence among leaders enables them as self-reliant thinkers. There
must be clear communication. That means a leader is required to state what he/she expects from
others, express thoughts and ideas clearly to others. It should be ensured that the messages are
delivered clearly and through effective medium and ensure it is well received. Effective leaders
are required to give positive feedback when it is needed and also address inadequate
performance. Emotional social intelligence means understanding oneself, observing others and
interpret those observations to show empathy and use the awareness to select an appropriate
response to a given condition. “ESI competency is an ability to recognize, understand, and use
emotional information about oneself (EI) or others (SI) that leads to or causes effective or
superior performance” (Seal et al.,2006, p.194). They describe ESI as “old wine in a new
bottle” (Seal et al., 2006, p.205). That means the competency ESI can be developed and
sustained. Today it is considered as a successful career factor to the employees. They also
discussed about developing ESI competencies in organizations. They concluded that what we
understood about social intelligence as earlier is also applicable today, ESI comprises of
different interpersonal skills and are considered to be important in leadership qualities but had

the opinion that it was not meaningfully organized there will be no use of it. Employees must
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be very conscious about their emotions and control emotions because it affects their behaviour.
Then only they can improve their empathy, social skills, communication and skill in managing
stress. The employees are required to show an open and curious mind to learn new things,
absorb information, analyse self and others and take informed decision. The concept social
intelligence supports digital commerce by way of “finding trustworthy partners (‘social
browsing’), grasping the working practices of a group (‘social formatting’) and finding an
authoritative or reliable Web site (‘social filtering’ or ‘social navigation’) (Davenport, 2000,
p.145). Social intelligence is concerned with understanding people and shape one’s behaviour
to build social connections. It enables a person to communicate effectively and interact with
people in an empathetic manner. It aims at getting along with others in a cooperative manner.
In order to act in a socially intelligent way, one need to understand one’s own emotions, manage
emotions, in this regard emotional intelligence is considered as a condition for social
intelligence (Wawra, 2009). Socially intelligent persons are characterised by; these people can
handle conversation with different people. While interacting socially, people get into different
social roles that helps to make them comfortable with all kind of people. “Social intelligence
is more relationship-based construct for assessing leadership” (Goleman & Boyatzis, 2008,
p.03). Emmerling & Boyatzis, (2012) claimed that emotional social competencies can be
learned, it is based on emotional intelligence helps to get superior performance. They
concluded that emotional social intelligence is considered to be as a valid approach in
managing human capital. Arghode, (2013) studied about the instructor’s ESIC and found that
it helps in developing student-instructor relationship, engage students and increase their
participation. He also argued that training in EI helps to know the traits and competencies and
developing self-understanding capacity. Finally, he concluded that emotionally and socially
intelligent instructor can develop an optimal learning environment in classrooms. Vito Aliaga
Araujo & Taylor, (2012) in their study assert that the benefits of ESI is not only limited with
the job environment but also its influence the interpersonal relationships of people within and
outside the work environment. Better utilization of ESI helps an individual to understand what
others feeling, whether they are feeling good or not and engage them into the work that make
them communicate openly about their feeling. We can use ESI by the way of engaging in active
listening; the ability of empathy, create a positive and productive conversation with others helps
to understand their needs, act based on what our mind says; because our insights also provide
guidelines for getting what others thinking. But care must be given that, our mind not always
leads a better solution, so act wisely. Great listening skill is the first step towards gaining ESI.

Besides that, it helps to improve the morale of the employees, motivate them and create a
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positive as well as satisfying environment. Asadullah, (2013) pointed out that self-regulation
is one of the determining factors affecting effective leaders at work. Individuals are required to
keep a check on the emotions when dealing in a stressful situation. A socially effective person
can effectively work in a team, share their perspective in an effective manner, make the work
environment more encouraging, enable them to communicate in an understandable manner,
build healthy work relationships, it helps to get valuable feedback from the employees.
Hackworth & Brannon, (2006) once said that to become socially effective, a person required
to be flexible and have the willingness to try or consider different approaches in different
situations. Both intellectual knowledge and emotional knowledge are equally essential to work
towards their potential and develop healthy interpersonal relationships (Hamachek, 2000).
Social skills associated with social intelligence includes “the ability to express oneself in social
interactions, the ability to “read” and understand different social situations, knowledge of social
roles, norms, and scripts, interpersonal problem-solving skills, and social role-playing skills”
(Riggio & Reichard, 2008, p.171). Riggio and colleagues developed a model of emotional and
social skill applicable both in emotional and social domain containing “emotional/social
expressiveness, emotional/social sensitivity, emotional/social control” (p.171). They finally
concluded that the skills adapted from the work of Riggio and the literatures reviewed by the
authors suggest that it helps in leadership behaviour by the way of motivating employees,
recognize and understand the needs and feelings of employees, control on inappropriate
emotions and engage in effective listening. Veingerl Ci¢ et al, (2018) argued that values,
culture, ethics and norms enable leaders and subordinates to use their skills and opportunities
differently in different occasions. They believe that emotional, spiritual, physical and social
intelligences determine the behaviour of managers and have an influence over the people,
organization and decision-making. Skill of emotional intelligence includes both personal skills
and also the ability to adjust in a social environment. Understanding spiritual intelligence is
regarded as the foundation for the development of one’s EQ. Finally, they concluded that
leaders who are lack in EQ & SI perform very poorly and lead to failure in their career. In other
words, high performing managers have high emotional and social competencies. Development
of various intelligences especially emotional and social are necessary for one’s personal

development.

India is characterized by a lot of traditional values such as “humility, affinity to family, respect
for wisdom and age, patience, spiritual harmony, harmony with nature, non-competitiveness,

cooperation, generosity and cultural pluralism” (Goparaj & Sharma, 2011, p.32). They pointed
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out that Indians are governed by spiritual values, giving importance to sacrifice and other
people. Hence, personal and social competence are considered to be important in the Indian
culture. Sharma, (2012) studied about the competencies associated with social and emotional
intelligence in the Indian context. She also reported that India is characterized by high-context
culture, it requires high-level of emotional competence. That means people gives importance
to relationships rather than tasks, show empathy towards others, understand emotions of other
people. Culture has an important role in determining the emotional social competencies. People
gain emotional competencies by the way of socialisation, in this regard culture has an important
role to play. High-level of emotional competence by the way of showing empathy, value
relationships, understand the emotions of others and giving less focus on the task is required in
high-context cultures. EI competencies are also influenced by individualistic and collective
culture of a nation. Indian people are characterized by emotionally stable. They undertake
adversities with a stable mind. They do job with utmost care and be satisfied with the work.
They don’t think about the result of the job, whether it is favourable or not. Intelligence in
Indian context is described as it is not rest with rational and logical concept only. It is regarded
as an integrated perspective, that enable an individual to realize the abilities within him/her by
showing the responsibilities towards self, others and to the environment. Ealias & George,
(2012) found that EI of people working in the international electronic firm operating in India
is positively related with their satisfaction with the job. The designation held by the persons
does not affect EI and job satisfaction. But experience and marital status of the people has a
significant role in EI and job satisfaction. They suggested that EQ programmes must be
implemented to bring the real talent of the people working in the organization. Saini, (2018)
reported that by the way of giving proper learning programs to the employees, they can develop
people with high level of EI. Effective leaders with a degree of social intelligence have accurate
perception over the social requirement and have the ability to select appropriate behaviour
according to the situation. These capabilities are gained by the leader from a well-organized

social knowledge structure (Zaccaro et al., 1991)

It can be concluded that emotional social intelligence is an unavoidable element. Being an
emotionally socially intelligent can help the people to be successful in their personal as well as
professional life. But one thing is that only with emotional social intelligence, one cannot be
successful. It requires many other soft skills or interpersonal skills as mentioned in the literature
review. In a leadership role, ESI is very essential to bring success in the organization in many

ways such as; it helps to reduce turnover, bring leadership effectiveness, employee satisfaction,
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employee engagement, commitment by the employees, reduce occupational stress and
contribute towards workplace effectiveness.

2.5 Research Gap

From the literature review, it has been found that effectiveness of emotional social intelligence
in inspirational leadership is a new area of study and has not been yet covered in Kerala as well
as in India in the previous studies. There are studies in the field of different leadership styles
such as transformational, transactional, authentic and humble leadership. There are studies
conducted based on the relationship between emotional intelligence and leadership style. A
very few studied conducted internationally about the concept inspirational leadership. There
are no studies conducted in the field of effectiveness of emotional social intelligence in
inspirational leadership in India as well as in Kerala. It is also found that there were studies
conducted in Kerala about leadership styles majorly transformational leadership. It is seen that
studies done in the area of EI and SI particularly and its influence or relationship with other
factors like leadership, employee engagement, occupational stress, job satisfaction and
commitment. But so far, only very limited studies conducted based on emotional social
intelligence. Hence, the present study effectiveness of emotional social intelligence in
inspirational leadership in banks in Kerala will be an effort in this direction.

2.6 Conclusion

The chapter review of literature covers various studied conducted in the areas of managerial
skills, leadership and leader behavior, emotional social intelligence. It also includes studies in
relation with EI and leadership, employee engagement, job satisfaction, workplace
effectiveness and leadership effectiveness. It helps the researcher to get an idea about the
concepts as mentioned, to find out the research gap in the respective areas, to formulate

research questions, objective and build a conceptual framework for the same.

59



References

Abbass, 1. M. (2012). Management Skills—Tools for leadership imperatives in

democracy. European Scientific Journal, 8(16).

Abdulkarim, R. M. (2013). The relationship between a leader's self-perceived level of
emotional intelligence and organizational climate, as perceived by organizational

members. Grand Canyon University.

Aldoory, L., & Toth, E. (2004). Leadership and gender in public relations: Perceived
effectiveness of transformational and transactional leadership styles. Journal of

Public Relations Research, 16(2), 157-183.

Ali, A. (2013). How to differentiate between ‘Leadership’ and ‘Management’ Function in
Organization: A Review of Scholarly Thoughts. International Journal of Economics

Business and Management Studies - I/JEBMS, 2(1), 38—44.

Allio, R. J. (2012). Leaders and leadership — many theories, but what advice is reliable?
Strategy & Leadership, 41(1), 4-14. https://doi.org/10.1108/10878571311290016
Accessed on 22/04/2021

Allison, E. (2011). Leadership performance coaching. Lead+ Learn Press.

Amit, E., Dutta, B., & Manager, S. (2015). Issue 2 JETIR (ISSN-2349-5162) JETIR1502025
Journal of Emerging Technologies and Innovative Research (JETIR) www.jetir (Vol.

2). www.jetir.org

Analoui, F. (1995). Management skills and senior management effectiveness. International
Journal of Public Sector Management, 8(3), 52-68.
https://doi.org/10.1108/09513559510088551 Accessed on 29/06/2021

Analoui, F., Labbaf, H., & Noorbakhsh, F. (2000). Identification of clusters of managerial
skills for increased effectiveness: the case of the steel industry in Iran. International
Journal of Training and Development, 4(3), 217-234. https://doi.org/10.1111/1468-
2419.00109 Accessed on 25/07/2021

Analoui Farhad. (1990). Managerial Skills for Senior Managers. IJPSM, 3(2), 26-38.

60


https://doi.org/10.1108/10878571311290016
https://doi.org/10.1108/09513559510088551
https://doi.org/10.1111/1468-2419.00109
https://doi.org/10.1111/1468-2419.00109

Anand, R., & Udayasuriyan, G. (2010). Emotional Intelligence and Its Relationship with

Leadership Practices.

Antonakis, J., Ashkanasy, N. M., & Dasborough, M. T. (2009). Does leadership need
emotional intelligence? The Leadership  Quarterly, 20(2), 247-261.
https://doi.org/10.1016/j.leaqua.2009.01.006 Accessed on 17/09/2021

Arghode, V. (2013). Emotional and social intelligence competence: Implications for
instruction. [International Journal of Pedagogies and Learning, 8(2), 66-77.
https://doi.org/10.5172/ijpl.2013.8.2.66 Accessed on 01/10/2021

Asadullah, M. (2013). DOES EMOTIONAL INTELLIGENCE AFFECT LEADERSHIP
SUCCESS? VFAST Transactions on Education and Social SciencesVTESS@, 1(1),
13—17. https://doi.org/10.2466/pr0.98.1.3-2 Accessed on 04/07/2021

Ashkanasy, N. M., & Daus, C. S. (2002). Emotion in the workplace: The new challenge for
managers.  Academy  of  Management  Perspectives, 16(1), 76-86.
https://doi.org/10.5465/ame.2002.6640191 Accessed on 25/06/2021

Avolio, B. J., & Gardner, W. L. (2005). Authentic leadership development: Getting to the
root of positive forms of leadership. The leadership quarterly, 16(3), 315-338.

Badea, L., & Pana, N. A. (2010). The Role of Empathy in Developing the Leader’s Emotional
Intelligence. In Theoretical and Applied Economics: Vol. XVII (Issue 2).

Beenen, G., & Pichler, S. (2016). A discussion forum on managerial interpersonal skills.
Journal of Management Development, 35(5), 706—716. https://doi.org/10.1108/JMD-
08-2015-0118 Accessed on 26/04/2021

Behbahani, A. A. (2011). A comparative Study of the Relation between Emotional
Intelligence and Employee’s Performance. Procedia - Social and Behavioral
Sciences, 30, 386-389. https://doi.org/10.1016/j.sbspro.2011.10.076 Accessed on
18/04/2021

Belias, D., & Koustelios, A. (2014). Transformational leadership and job satisfaction in the
banking sector: A review. International Review of Management and Marketing, 4(3),

187-200.

61


https://doi.org/10.1016/j.leaqua.2009.01.006
https://doi.org/10.5172/ijpl.2013.8.2.66
https://doi.org/10.2466/pr0.98.1.3-2
https://doi.org/10.5465/ame.2002.6640191
https://doi.org/10.1108/JMD-08-2015-0118
https://doi.org/10.1108/JMD-08-2015-0118
https://doi.org/10.1016/j.sbspro.2011.10.076

Bishop, W. H. (2013). Defining the authenticity in authentic leadership. The Journal of
Values-Based Leadership, 6(1), 7.

Bratton, V. K., Dodd, N. G., & Brown, F. W. (2011). The impact of emotional intelligence
on accuracy of self-awareness and leadership performance. Leadership &
Organization Development Journal, 32(2), 127-149.
https://doi.org/10.1108/01437731111112971 Accessed on 24/11/2021

Byron, K. (2007). Male and female managers’ ability to read emotions: Relationships with
supervisor’s performance ratings and subordinates’ satisfaction ratings. Journal of
Occupational and Organizational Psychology, 80(4), 713-733.
https://doi.org/10.1348/096317907X 174349 Accessed on 20/08/2021

C. Hoffman, R., M. Shipper, F., A. Davy, J., & M. Rotondo, D. (2014). A cross-cultural study
of managerial skills and effectiveness. International Journal of Organizational
Analysis, 22(3), 372-398. https://doi.org/10.1108/IJOA-06-2012-0593 Accessed on
12/12/2021

Caldwell, C., & Dixon, R. D. (2010). Love, forgiveness, and trust: Critical values of the
modern leader. Journal of Business Ethics, 93, 91-101.

Cameron, K. S., & Whetten, D. A. (1983). A Model for Teaching Management Skills.
Exchange: The Organizational Behavior Teaching Journal, 8(2), 21-27.
https://doi.org/10.1177/105256298300800207 Accessed on 15/09/2021

Carmeli, A., & Tishler, A. (2006). The relative importance of the top management team’s
managerial  skills.  International Journal of Manpower, 27(1), 9-36.

https://doi.ore/10.1108/01437720610652817 Accessed on 07/08/2021

Chauhan S P, & Chauhan, D. (2007). Emotional Intelligence: Does It Influence Decision
Making and Role Efficacy? Indian Journal of Industrial Relations, 43(2), 217-238.

Chhabra, M., & Chhabra, B. (2013). Emotional intelligence and occupational stress: a study
of Indian Border Security Force personnel. Police Practice and Research, 14(5),

355-370. https://doi.org/10.1080/15614263.2012.722782 Accessed on 30/11/2021

62


https://doi.org/10.1108/01437731111112971
https://doi.org/10.1348/096317907X174349
https://doi.org/10.1108/IJOA-06-2012-0593
https://doi.org/10.1177/105256298300800207
https://doi.org/10.1108/01437720610652817
https://doi.org/10.1080/15614263.2012.722782

Chuang, S., & Eversole, B. (2022). Organization development and effectiveness: Essential
female leadership competencies for industry 4.0 transformation. Advancing Women

in Leadership Journal, 41(1), 37-49.

Corresponding, *, & Nazari, R. (2018). The Role of Management Skills in the Selection of
Management Model by Sports Managers. In Annals of Applied Sport Science (Vol. 6,
Issue 1). www.AESAsport.com

Davenport, E. (2000). Social intelligence in the age of networks. Journal of Information
Science, 26(3), 145—-152. https://doi.org/10.1177/016555150002600304 Accessed on
15/08/2021

Den Hartog, D. N. (2001). Leadership as a source of inspiration.

Dess, G. G., & Picken, J. C. (2000). Changing roles: Leadership in the 21st
century. Organizational dynamics, 28(3), 18-34.

DuBrin, A. J. (2012). Essentials of management. South-Western.

Ealias, A., & George, J. (2012). Emotional Intelligence and Job Satisfaction: A Correlational
Study. The International Journal’s Research Journal of Commerce & Behavioural

Science, 1(4), 37-42

Eliot, J. L. (2020). Resilient Leadership: The Impact of a Servant Leader on the Resilience
of their Followers. Advances in Developing Human Resources, 22(4), 404-418.
https://doi.org/10.1177/1523422320945237 Accessed on 01/11/2021

Emmerling, R. J., & Boyatzis, R. E. (2012). Emotional and social intelligence competencies:
cross cultural implications. Cross Cultural Management: An International Journal,

19(1), 4-18. https://doi.org/10.1108/13527601211195592 Accessed on 30/05/2021

Ferch, S. R., & Mitchell, M. M. (2001). Intentional Forgiveness in Relational Leadership: A
Technique for Enhancing Effective Leadership. Journal of Leadership Studies, 7(4),
70-83. https://doi.org/10.1177/107179190100700406 Accessed on 16/08/2021

Garg, G., & Krishnan, V. R. (2003). Transformational leadership and organizational
structure: The role of value-based leadership. Transformational leadership: Value-

based management for Indian organizations, 82-100.

63


https://doi.org/10.1177/016555150002600304
https://doi.org/10.1177/1523422320945237
https://doi.org/10.1108/13527601211195592
https://doi.org/10.1177/107179190100700406

Gentry, W. A., Harris, L. S., Baker, B. A., & Brittain Leslie, J. (2008). Managerial skills:
what has changed since the late 1980s. Leadership & Organization Development
Journal, 29(2), 167—181. https://doi.org/10.1108/01437730810852506 Accessed on
02/04/2022

George, J. M. (2000). Emotions and Leadership: The Role of Emotional Intelligence. Human
Relations, 53(8), 1027-1055. https://doi.org/10.1177/0018726700538001 Accessed
on 20/04/2022

Goleman, D., & Boyatzis, R. (2008). Social intelligence and the biology of
leadership. Harvard business review, 86(9), 74-81.

Goleman, D., & Boyatzis, R. (2017). Emotional intelligence has 12 elements. Which do you

need to work on. Harvard Business Review, 84(2), 1-5.

Goparaj, H., & Sharma, R.R. (2011). Emotional Intelligence: Vedic and Modern Perspective.
Emotional Intelligence and Leadership, 23-38

Goyal, A., & Ajawani, J.C. (2017). Role of Emotional Intelligence in Employee Engagement
of IT Professionals. International Journal of Development Research, 7(2), 11477-
11479

Goyal, A., & Akhilesh, K. B. (2007). Interplay among innovativeness, cognitive intelligence,
emotional intelligence and social capital of work teams. 7eam Performance
Management: An International Journal, 13(7/8), 206-226.
https://doi.org/10.1108/13527590710842538 Accessed on 20/05/2022

Gupta Priyanka. (2018). Lord Krishna’s motivational and managerial skills for the modern
professional management. Lord Krishna s Motivational and Managerial Skills for the

Modern Professional Management. 8(8).

Hackworth, C. A., & Brannon, L. A. (2006). Understanding and Managing Others: The
Impact of Social Intelligence upon Social Influence. Communication Research
Reports, 23(3), 171-178. https://doi.org/10.1080/08824090600796385 Accessed on
15/07/2022

64


https://doi.org/10.1108/01437730810852506
https://doi.org/10.1177/0018726700538001
https://doi.org/10.1108/13527590710842538
https://doi.org/10.1080/08824090600796385

Hamachek, D. (2000). Dynamics of Self-Understanding and Self-Knowledge: Acquisition,
Advantages, and Relation to Emotional Intelligence. The Journal of Humanistic
Counseling, Education and Development, 38(4), 230-242.
https://doi.org/10.1002/].2164-490X.2000.tb00084.x Accessed on 22/07/2022

Hinduan, Z. R., Wilson-Evered, E., Moss, S., & Scannell, E. (2009). Leadership, work
outcomes and openness to change following an Indonesian bank merger. Asia Pacific

Journal of Human Resources, 47(1), 59-78.

Hogan, R. (1994). Trouble at the top: Causes and consequences of managerial incompetence.

Consulting Psychology Journal: Practice and Research, 46(1), 9.

Holt, S., & Marques, J. (2012). Empathy in leadership: Appropriate or misplaced? An
empirical study on a topic that is asking for attention. Journal of business ethics, 1035,

95-105.

Hopkins, M. M., & Bilimoria, D. (2008). Social and emotional competencies predicting
success for male and female executives. Journal of Management Development,

27(1), 13-35. https://doi.org/10.1108/02621710810840749 Accessed on 24/08/2022

Humphrey, R. H. (2002). The many faces of emotional leadership. The Leadership
Quarterly, 13(5), 493-504. https://doi.org/10.1016/S1048-9843(02)00140-6
Accessed on 05/08/2022

J. C. Nwachukwu. (1989). Relative Importance of Skill Requirements at Managerial Levels.
Indian Journal of Industrial Relations, 24(3), 258-268.

Jin, Y. (2010). Emotional Leadership as a Key Dimension of Public Relations Leadership: A
National Survey of Public Relations Leaders. Journal of Public Relations Research,

22(2), 159-181. https://doi.org/10.1080/10627261003601622 Accessed on 24/08/2022

Kanwal, A. A., Yasmin, R., & Bhatti, O. K. (2017). Impact of leaders’ emotional and cultural
intelligence on leadership effectiveness: Mediating role of transformational

leadership. Journal of Management and Research, 4(2), 1-37.

Kathuria, J. K. Managerial performance in relation to emotional maturity self-confidence

and leadership skills.

65


https://doi.org/10.1002/j.2164-490X.2000.tb00084.x
https://doi.org/10.1108/02621710810840749
https://doi.org/10.1016/S1048-9843(02)00140-6
https://doi.org/10.1080/10627261003601622

Khan, U., Ajaz, F., Khan, A., Khan, S., & Fatima, S. (2016). The role of leadership on
organizational change. International Journal of Management Sciences and Business

Research, 5(11).

Kirkpatick, S. A., & Locke, E. A. (1991). Leadership: do traits matter? Academy of
Management Perspectives, 5(2), 48—60. https://doi.org/10.5465/ame.1991.4274679
Accessed on 26/04/2022

KolapoSakiru, O. Leadership Styles of Managers and Employee’s Job Performance in a

Banking Sector.

Kolb, J. A. (1999). The effect of gender role, attitude toward leadership, and self-confidence
on leader emergence: Implications for leadership development. Human Resource

Development Quarterly, 10(4), 305-320.

Kotzé, M., & Venter, 1. (2011). Differences in emotional intelligence between effective and
ineffective leaders in the public sector: an empirical study. International Review of
Administrative Sciences, 77(2), 397-427.
https://doi.org/10.1177/0020852311399857 Accessed on 17/09/2022

Kunnanatt, J. T. (2008). Emotional intelligence: theory and description. Career Development
International,  13(7), 614-629. https://doi.org/10.1108/13620430810911083
Accessed on 30/04/2022

Laud, R., Arevalo, J., & Johnson, M. (2016). The changing nature of managerial skills,
mindsets and roles: Advancing theory and relevancy for contemporary managers.
Journal of  Management & Organization, 22(4), 435-456.
https://doi.org/10.1017/jmo0.2015.48 Accessed on 06/06/2022

Lebeck, B.W., & Chighizola, N.R. (2018). Emotional Intelligence and its Effect on
Performance Outcomes in a Leadership Development School. The Journal of Value-

based Leadership. 11(2).

Lone, M. A., & Lone, A. H. (2018). Does Emotional Intelligence Predict Leadership
Effectiveness? An Exploration in Non-Western Context. South Asian Journal of

Human Resources Management, 5(1), 28-39.
https://doi.org/10.1177/2322093718766806 Accessed on 25/08/2022

66


https://doi.org/10.5465/ame.1991.4274679
https://doi.org/10.1177/0020852311399857
https://doi.org/10.1108/13620430810911083
https://doi.org/10.1017/jmo.2015.48
https://doi.org/10.1177/2322093718766806

Llopis, G. (2012). The top 9 things that ultimately motivate employees to achieve. Forbes,
April, 6,2012.

Luca, J., & Tarricone, P. (2001). Does emotional intelligence affect successful teamwork?.

Mandell, B., & Pherwani, S. (2003). Relationship Between Emotional Intelligence and
Transformational Leadership Style: A Gender Comparison. Journal of Business and
Psychology, 17(3), 387-404. https://doi.org/10.1023/A:1022816409059 Accessed on
03/08/2022

Mathew, M. Impact of emotional intelligence on transformational leadership and

empowerment.

Mayer, J. D., & Salovey, P. (1993). The Intelligence of Emotional. In INTELLIGENCE (Vol.
17).

McCartney, W. W., & Campbell, C. R. (2006). Leadership, management, and derailment.
Leadership &  Organization  Development  Journal, 27(3), 190-202.
https://doi.org/10.1108/01437730610657712 Accessed on 04/07/2022

Melita Prati, L., Douglas, C., Ferris, G. R., Ammeter, A. P., & Buckley, M. R. (2003).
EMOTIONAL INTELLIGENCE, LEADERSHIP EFFECTIVENESS, AND TEAM
OUTCOMES. The International Journal of Organizational Analysis, 11(1), 21-40.
https://doi.org/10.1108/eb028961 Accessed on 15/09/2022

Memon, K. R. (2014). Effects of leadership styles on employee performance: Integrating the
mediating  role of  culture, gender and  moderating role  of
communication. /nternational Journal of Management Sciences and Business

Research.

Mishra, P. S., & Mohapatra, A. K. Das. (2010). Relevance of Emotional Intelligence for
Effective Job Performance: An Empirical Study. Vikalpa: The Journal for Decision
Makers, 35(1), 53-62. https://doi.org/10.1177/0256090920100104 Accessed on
14/02/2022

67


https://doi.org/10.1023/A:1022816409059
https://doi.org/10.1108/01437730610657712
https://doi.org/10.1108/eb028961
https://doi.org/10.1177/0256090920100104

Mistry, T. G., Hight, S. K., Okumus, F., & Terrah, A. (2022). Managers from heaven: how
do hospitality employees describe good managers? International Hospitality Review,

36(1), 2-24. https://doi.org/10.1108/THR-09-2020-0055 Accessed on 05/06/2022

Molero, F., Moriano, J. A., & Shaver, P. R. (2013). The influence of leadership style on
subordinates’ attachment to the leader. The Spanish journal of psychology, 16, E62.

Mumford, T. V., Campion, M. A., & Morgeson, F. P. (2007). The leadership skills strataplex:
Leadership skill requirements across organizational levels. The Leadership
Quarterly, 18(2), 154-166. https://doi.org/10.1016/j.leaqua.2007.01.005 Accessed
on 29/05/2022

Newman, M. A., Guy, M. E., & Mastracci, S. H. (2009). Beyond Cognition: Affective
Leadership and Emotional Labor. Public Administration Review, 69(1), 6-20.
https://doi.org/10.1111/1.1540-6210.2008.01935.x Accessed on 17/02/2022

Nwachukwu, J. C. (1989). Relative Importance of Skill Requirements at Managerial Levels.
Indian Journal of Industrial Relations, 24(3), 258-268.
http://www.jstor.org/stable/27767047 Accessed on 23/01/2022

Ofori, F. (2017). The use of Emotional Intelligence to address 'leadership challenge’ in
Software Development. ADRRI Journal of Engineering and Technology, Ghana: Vol.
3, No. 11(2), Pp. 1-10, E-ISSN: 2026-674X, 31st January, 2018.

Palmer, D. E. (2009). Business leadership: Three levels of ethical analysis. Journal of
Business Ethics, 88, 525-536.

Peterson, T. O., & Van Fleet, D. D. (2004). The ongoing legacy of R.L. Katz. Management
Decision,  42(10), 1297-1308.  https://doi.org/10.1108/00251740410568980
Accessed on 18/06/2022

Pihie, Z. A. L., Sadeghi, A., & Elias, H. (2011). Analysis of Head of Departments Leadership
Styles: Implication for Improving Research University Management Practices.
Procedia -  Social and  Behavioral  Sciences, 29, 1081-1090.
https://doi.org/10.1016/].sbspro.2011.11.341 Accessed on 06/07/2022

68


https://doi.org/10.1108/IHR-09-2020-0055
https://doi.org/10.1016/j.leaqua.2007.01.005
https://doi.org/10.1111/j.1540-6210.2008.01935.x
http://www.jstor.org/stable/27767047
https://doi.org/10.1108/00251740410568980
https://doi.org/10.1016/j.sbspro.2011.11.341

Piskanin, A., & Rudy, J. (2006). Introduction to management [Slovak version]. Bratislava:

Comenius University.

Polychroniou, P. V. (2009). Relationship between emotional intelligence and
transformational leadership of supervisors. Team Performance Management: An
International Journal, 15(7/8), 343-356.
https://doi.org/10.1108/13527590911002122 Accessed on 28/06/2022

R. S. Dwivedi. (2001). Identifying Some Key Managerial Competencies for Competitive
Edge: An Empirical Study. Indian Journal of Industrial Relations, 36(4), 407-427.

Reave, L. (2005). Spiritual values and practices related to leadership effectiveness. The

leadership quarterly, 16(5), 655-687.

Riggio, R. E., & Reichard, R. J. (2008). The emotional and social intelligences of effective
leadership.  Journal  of  Managerial  Psychology, 23(2), 169-185.
https://doi.org/10.1108/02683940810850808 Accessed on 19/03/2022

Rosete, D., & Ciarrochi, J. (2005). Emotional intelligence and its relationship to workplace
performance outcomes of leadership effectiveness. Leadership & Organization
Development Journal, 26(5), 388—399. https://doi.org/10.1108/01437730510607871
Accessed on 08/10/222

Rowold, J., & Schlotz, W. (2009). Transformational and transactional leadership and

followers’ chronic stress. Leadership review, 9(1), 35-48.

Russ-Eft, D., & Brennan, K. (2001). Chapter 7: Leadership Competencies: A Study of

Leaders at Every Level in an Organization. Counterpoints, 166, 79-91.

Saini, S. (2018). Emotional Intelligence at Workplace — A Conceptual Study. International
Journal of Management Studies, V(3(5)), 53.
https://doi.org/10.18843/ijms/v513(5)/08 Accessed on 09/11/2022

Salovey, P., & Grewal, D. (2005). The Science of Emotional Intelligence. Current Directions
in  Psychological Science, 14(6), 281-285. https://doi.org/10.1111/].0963-
7214.2005.00381.x Accessed on 10/10/2022

69


https://doi.org/10.1108/13527590911002122
https://doi.org/10.1108/02683940810850808
https://doi.org/10.1108/01437730510607871
https://doi.org/10.18843/ijms/v5i3(5)/08
https://doi.org/10.1111/j.0963-7214.2005.00381.x
https://doi.org/10.1111/j.0963-7214.2005.00381.x

Salovey, P., & Mayer, J. D. (1990). Emotional Intelligence. Imagination, Cognition and
Personality, 9(3), 185-211. https://doi.org/10.2190/DUGG-P24E-52WK-6CDG
Accessed on 12/04/2022

Sashkin, M. (1987). A New Vision of Leadership. Journal of Management Development,
6(4), 19-28. https://doi.org/10.1108/eb051650 Accessed on 18/06/2022

Sayeed Omar Bin, & Shankar Meera. (2009). Emotionally Intelligent Managers &
Transformational Leadership Styles. Indian Journal of Industrial Relations, 44(4),
593-610.

Scherr, A. L., & Jensen, M. C. (2007). A new model of leadership.

Scullen, S. E., Mount, M. K., & Judge, T. A. (2003). Evidence of the construct validity of
developmental ratings of managerial performance. Journal of Applied Psychology,

88(1), 50-66. https://doi.org/10.1037/0021-9010.88.1.50 Accessed on 29/03/2022

Seal, C. R., Boyatzis, R. E., & Bailey, J. R. (2006). Fostering Emotional and Social
Intelligence in Organizations. Organization Management Journal, 3(3), 190-2009.

https://doi.org/10.1057/0mj.2006.19 Accessed on 17/06/2021

Sehrawat, A., & Sharma, T. (2014). Emotional Intelligence and Leadership in Indian
Context. International Journal of Research in Organizational Behaviour and Human

Resource Management, 2(2), 89-95

Sharma, R. (2012). Measuring social and emotional intelligence competencies in the Indian
context. Cross Cultural Management: An International Journal, 19(1), 30-47.
https://doi.org/10.1108/13527601211195619 Accessed on 17/05/2021

Shipper, F., & Davy, J. (2002). A model and investigation of managerial skills, employees’
attitudes, and managerial performance. The Leadership Quarterly, 13(2), 95-120.
https://doi.org/10.1016/S1048-9843(02)00098-X Accessed on 23/12/2021

Shipper, F., Kincaid, J., Rotondo, D. M., & Hoffman, R. C. (2003). A CROSS-CULTURAL
EXPLORATORY STUDY OF THE LINKAGE BETWEEN EMOTIONAL
INTELLIGENCE AND MANAGERIAL EFFECTIVENESS. The International

70


https://doi.org/10.2190/DUGG-P24E-52WK-6CDG
https://doi.org/10.1108/eb051650
https://doi.org/10.1037/0021-9010.88.1.50
https://doi.org/10.1057/omj.2006.19
https://doi.org/10.1108/13527601211195619
https://doi.org/10.1016/S1048-9843(02)00098-X

Journal of Organizational Analysis, 11(3), 171-191.
https://doi.org/10.1108/eb028970 Accessed on 24/12/2021

Shuck, B., & Herd, A. M. (2012). Employee engagement and leadership: Exploring the
convergence of two frameworks and implications for leadership development in

HRD. Human resource development review, 11(2), 156-181.

Singh, K. (2008). Emotional intelligence & work place effectiveness. Indian Journal of
Industrial Relations, 44(2), 292-302.

Sougui, A. O., Bon, A. T., Mahamat, M. A., & Hassan, H. M. H. (2016). The impact of
leadership on employee motivation in Malaysian telecommunication sector. Galore

International Journal of Applied Sciences and Humanities, 1(1), 59-68.

Spreitzer, G. M., De Janasz, S. C., & Quinn, R. E. (1999). Empowered to lead: The role of
psychological empowerment in leadership. Journal of Organizational Behavior: The
International Journal of Industrial, Occupational and Organizational Psychology

and Behavior, 20(4), 511-526.

Srivastava, N., & Nair, S. K. (2010). Emotional Intelligence & Managerial Effectiveness:
Role of Rational Emotive Behaviour. Indian Journal of Industrial Relations, 46(2),

313-327.

Stubbs Koman, E., & Wolff, S. B. (2008). Emotional intelligence competencies in the team
and team leader. Journal of Management Development, 27(1), 55-75.
https://doi.org/10.1108/02621710810840767 Accessed on 25/04/2021

Tan, L., Wang, Y., & Lu, H. (2021). Leader humor and employee upward voice: The role of
employee relationship quality and traditionality. Journal of Leadership &
Organizational Studies, 28(2), 221-236.

Tonidandel, S., Braddy, P. W., & Fleenor, J. W. (2012). Relative importance of managerial
skills for predicting effectiveness. Journal of Managerial Psychology, 27(6), 636—
655. https://doi.org/10.1108/02683941211252464 Accessed on 18/03/2021

Ugoani, J. (2015). KICS: A model of motivational leadership in organizations. /ndependent
Journal of Management & Production (IJM&P), 6(3).

71


https://doi.org/10.1108/eb028970
https://doi.org/10.1108/02621710810840767
https://doi.org/10.1108/02683941211252464

Veingerl Ci¢, Z., Mulej, M., & Sarotar Zizek, S. (2018). Different intelligences’ role in
overcoming the differences in employee value system. Kybernetes, 47(2), 343—-358.

https://doi.org/10.1108/K-06-2017-0200 Accessed on 20/04/2021

Velthouse, B., & Kandogan, Y. (2007). Ethics in Practice: What Are Managers Really Doing?
Journal of Business Ethics, 70(2), 151-163. https://doi.org/10.1007/s10551-006-
9102-9 Accessed on 21/02/2021

Vigoda-Gadot, E., & Meisler, G. (2010). Emotions in Management and the Management of
Emotions: The Impact of Emotional Intelligence and Organizational Politics on
Public Sector Employees. Public Administration Review, 70(1), 72-86.
https://doi.org/10.1111/7.1540-6210.2009.02112.x Accessed on 13/06/2021

Vito Aliaga Araujo, S., & Taylor, S. N. (2012). The influence of emotional and social
competencies on the performance of Peruvian refinery staff. Cross Cultural
Management: An International Journal, 19(1), 19-29.
https://doi.org/10.1108/13527601211195600 Accessed on 25/01/2021

Wawra, D. (2013). Social intelligence: The key to intercultural communication.

In Intercultural Negotiations (pp. 29-42). Routledge.

Webb, K. S. (n.d.). Emotional Intelligence and Business Success The Impact of Leaders’
Emotional Intelligence on Employee Satisfaction and Commitment Emotional

Intelligence and Business Success.

Wheeler, Ronald E., Soft Skills - The Importance of Cultivating Emotional Intelligence
(January 20, 2016). AALL Spectrum, January/February 2016, Boston Univ. School
of Law, Public Law Research Paper No. 16-06, Available at SSRN:
https://ssrn.com/abstract=2719155 Accessed on 03/04/2021

Wong, C. S., & Law, K. S. (2002). Wong and law emotional intelligence scale. The
leadership quarterly.

Wood, J., & Vilkinas, T. (2005). Characteristics associated with success: CEOs’ perspectives.
Leadership &  Organization  Development  Journal, 26(3), 186-196.
https://doi.org/10.1108/01437730510591743 Accessed on 06/07/2021

72


https://doi.org/10.1108/K-06-2017-0200
https://doi.org/10.1007/s10551-006-9102-9
https://doi.org/10.1007/s10551-006-9102-9
https://doi.org/10.1111/j.1540-6210.2009.02112.x
https://doi.org/10.1108/13527601211195600
https://ssrn.com/abstract=2719155
https://doi.org/10.1108/01437730510591743

Wood, J., & Vilkinas, T. (2007). Characteristics associated with CEO success: perceptions
of CEOs and their staff. Journal of Management Development, 26(3), 213-227.
https://doi.org/10.1108/02621710710732128 Accessed on 08/10/2021

Woodard, G., & Geissler, J. (1999). Entry-level management skills: A retailer’s perspective.
Journal of Fashion Marketing and Management: An International Journal, 3(2),
109-117. https://doi.org/10.1108/eb022552 Accessed on 09/07/2021

Worrall, L., & Cooper, C. (2001). Management skills development: a perspective on current
issues and setting the future agenda. Leadership & Organization Development
Journal, 22(1), 34-39. https://doi.org/10.1108/01437730110380200 Accessed on
05/12/2021

Yau, W. S. L., & Sculli, D. (1990). Managerial Traits and Skills. Journal of Management
Development, 9(6), 32—40. https://doi.org/10.1108/02621719010139486 Accessed
on 13/05/2021

Zaccaro, S. J., Gilbert, J. A., Thor, K. K., & Mumford, M. D. (1991). Leadership and social
intelligence: Linking social perspectiveness and behavioral flexibility to leader
effectiveness. The Leadership Quarterly, 2(4), 317-342.
https://doi.org/10.1016/1048-9843(91)90018-W Accessed on 06/07/2021

Zapata, C. P, & Hayes-Jones, L. C. (2019). The consequences of humility for leaders: A
double-edged sword. Organizational Behavior and Human Decision Processes, 152,

47-63. https://doi.ore/10.1016/1.0bhdp.2019.01.006 Accessed on 04/11/2022

73


https://doi.org/10.1108/02621710710732128
https://doi.org/10.1108/eb022552
https://doi.org/10.1108/01437730110380200
https://doi.org/10.1108/02621719010139486
https://doi.org/10.1016/1048-9843(91)90018-W
https://doi.org/10.1016/j.obhdp.2019.01.006

CHAPTER III

THEORETICAL FRAMEWORK

74



3.1 Introduction

Leadership is one of the key areas of interest for many researchers and management thinkers
and philosophers. In many fields, leadership plays an important role to bring success.
Transformation from an individual to a leader requires the possession and utilization of many
skills, abilities, characteristics and knowledge. Therefore, a person who takes the responsibility
of leadership, will first focus on personal development. That means, only by understanding
oneself, he/she can understand others. Because leadership aims at unleashing the potential of
other people. An honest and critical assessment of one’s strength and weaknesses must be done
by the person then only he/she can make self-improvement and make them fit for the job.

In this modern business, change is inevitable. Businesses are changing so quickly. In order to
succeed this kind of work environment, managers or leaders require not only academic
excellence but also the ability of EI. While collaborating with others, managing stress, guiding
the team, coach the members, a leader must be emotionally intelligent. IQ and technical skills
are only the entry level requirement of any kind of leader or person holding an executive
position, emotional intelligence is considered to be the crucial requirement for an executive
position. Many researches show that EI predict better job performance. It enables a person to
communicate in an empathetic manner, remain calm under pressure, resolve conflicts
effectively. By excelling in emotional intelligence can advance one’s career and the
organization. Some persons may be very good at technical skills, but he/she cannot succeed in
his career if he/she is unable to communicate effectively with others and coordinate the team
members effectively. Today in many organizations, leaders or managers face many problems
or difficulties due to technological changes, changes in the workforce, changes in the work
environment. A leader cannot work in an isolated manner. A leader is mostly working in a team.
It is the duty of the leader to inspire the members to do the work. Because, sometimes
employees demand motivation from the part of leaders or managers, when the job is a
challenging one, or the firm is under pressure. So, motivation from the part of leaders will be
a great relaxation to the followers. Leader has to face or handle different perspective of different
persons in the organization under different situations. While dealing with conflict, a leader must
try to resolve that conflict without upsetting anyone. For that they must encourage listening
and foster compromise among them. A leader has to treat every person equally. There should
not be any disparity on any grounds between the people. Managing people is one of the most
challenging tasks to a leader. Because every individual is different from one another. Their
social background, culture, education, status etc may be different. So, it is very difficult to deal

with those people and extract the best out of them and put it into proper way. Another challenge
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faced by the leader is winning the trust of subordinates. It can be gained by the way of becoming
emotionally intelligent. The behaviour of each individual may not be the same as the leader
expect. Depending on the situation and the mindset, people may behave either in a pleasant
manner or show a rude behaviour. A leader should understand the same and behave accordingly.
That is called empathy. Seeing and understanding things from other’s perspective is essential
for a leader. Today’s organization demand a friendly approach by the leader towards the
followers. It is very important for the leader to make subordinates feel comfortable with leaders
and with the work environment.

Emotional quotient (EQ) refers to the ability of understanding the emotions of oneself and those
of others. Intelligent quotient (IQ) indicates a person’s logical or reasoning ability. It is a
number obtained from a standardized intelligence test that represent one’s ability of logical
reasoning. It helps in abstract thinking by the way implementing knowledge and logical
reasoning. Emotional intelligence is concerned with differentiate between different feelings
and emotions of an individual and use the intelligence to guide our thinking process and
behaviour. A person may not have same level of IQ and EQ. Sometimes, people may lack IQ
or EQ. There are people who are academically brilliant but unsuccessful at work and personal
relationship. That means IQ is not enough to an individual to succeed. EQ is also a necessity.
Many researches have been conducted in the field of intelligence to identify which intelligence
1s important for the success. There are mixed results; some researches argued that EQ is more
important than 1Q; some argued that both EQ and IQ is essential for success. EQ components
cannot function in an isolated manner, because each component is interrelated. It is the duty of
the human beings that which factor really push them to achieve success in their life. It is also
mentioned that if a person 1s having enough knowledge and brilliance, there will be no use for
the same if the person is unable to manage and control the emotions and feelings. They will be
getting into trouble (Cotrus et al., 2012).

Emotional intelligence is the ability to adjust the emotions based on the situation that will
reflect the behaviour. Social intelligence is knowing oneself and others. It is developed by the
way of experience with other people and the surrounding and learning from the success and
failure. Today, leader must require emotional social intelligence to influence the people in the
organization. They act as a mentor, coach, influencer and must be capable of fostering
inspirational leadership to gain the confidence of employees and attain organizational
objectives. Today’s work environment is a dynamic one. To manage the workforce most
effectively is one of the challenging tasks to a leader. There is a change or transition of

leadership style preferred by the people. In earlier times, most of the organization prefer to

76



adopt an autocratic style of leadership to accomplish the objectives. Employees were strictly
followed the orders of leader. But time passes, there was a shift from the autocratic style of
leadership to many other styles like participative, charismatic, transformational style of
leadership. Today’s workforce is more challenging and talented. They are equal to the leader
but only the status or post differentiate between them. There is no difference between the leader
and the followers. The persons who are willing to take the responsibility of the role of leaders
and others follow the leaders. Today’s leaders are more inspirational. They know the workforce
very well. Their behaviour, attitude towards work, attitude towards other people etc. Now-a-
day, the workforce also demanding a leader, who have the ability to inspire them, participate
them into decision-making, consider them as equal. Such kind of leadership called inspirational
leadership. They are capable of remain clam under pressure. They listen others very carefully
and take time to respond properly. They give more importance to the workforce than the task
in front of them. They try to develop talent and provide opportunity to grow.

3.2 Managerial Skills

Generally, people hypothesize the necessary skills required for managers and what make a
better manager depend on the understanding of nature of jobs and the work environment with
required skills and abilities. Managerial skills are the predispositional characteristics to engage
in specific behaviour which is necessary for meeting the needs of managerial job. When a
person utilizes his/her capabilities, that helps to accomplish tasks. But skill is the ability to act
in certain manner (Kanungo & Misra, 1992). They made a distinction between skills and
competencies.

To be successful in personal and professional life, it depends on the ability of a person to adjust
with the environment by the way of controlling one’s emotions, making right choice of
alternatives and implementing it in a tactful manner and solving problems. This adaptation is
possible only by the way of competencies referred to as mental capabilities in an individual.
Competencies assist a manger to decide about what, when and how to utilize certain skills.
Competencies are considered to be the learned abilities of managers for self-regulating and
self-controlling emotions, thoughts and behavioural tendencies that facilitate smooth
functioning of managerial functions (Kanungo & Misra, 1992). In this technologically
advanced societies, senior manager’s job is more related with resolving problems, dealing with
conflict, making right decisions at the right time. Senior managers have to manage people and
their needs, manage effective communication, improve one’s overall effectiveness and
management of the financial aspects of the job (Analoui, 1990). He also argued that senior

managers need not be specialised in all areas of job. The subordinate people who can do the
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job. But they are required to know about the new technology and how it can be used as a
managerial aid. In an organizational hierarchy; task-related skill is important at the lower level
and people-related skills are getting much priority when it moves to higher-level. When the
people move towards the senior most position the importance of self-development also become
very important. Burgoyne & Stuart, (1976) argued that majority of the managers are required
to possess certain skills and qualities for bringing effectiveness in the performance. It is also
found that, majority of the skills and qualities are acquired by the managers by the way of
experiences and the work not deliberately created for it.

3.2.1 Conceptual Skills

These are the abilities concerned with the understanding of complex situations and developing
solutions. In a workplace, conceptual skills are very important. Because people have to face
very complicated works, situations and work environment. It enables a person to think deeply,
grasp the new and advanced ideas, and deliver most suitable answers to the complicated
problems. A person with strong conceptual skill may be expert in making creative thinking,
strategic thinking and planning. Abstract thinking enables a person to think out of the box and
interpret information beyond its literal meaning. That leads to creative solutions for the
problems. Today corporate organization gives more importance to the conceptual skills. They
hire people with different conceptual skills. Because today, the work environment is more
challenging, we cannot act in a planned manner. When challenging situations arises, people
need to confidently shift their tactics according to the situation. This can only possible, if the
people are having conceptual skills. For a manager, conceptual skills are important. Because
they take decision for the organization. For that they have to develop many ideas and concept
and implement it in a proper way. They have the capacity to visualize the entire organization.
They know how their decisions influence the entire organization, its people, departments,
environment etc. In an organizational hierarchy, top managers require conceptual skills because
they take most of the decisions for the entire organization. It is essential at the top level of
management and in strategic situation. A leader with conceptual skills makes possible the goals
to be achieved. Because they have the ability to putting the company’s policies into words.
They work very easily with abstractions and hypothetical notions. It is the conceptual skill that
determine for what an organization is working for, and where it is going.

3.2.2 Technical Skills

The capacity to use techniques, processes, tools and equipment necessary for doing a job is
called technical skills. The person is required to have technical knowledge and proficiency in

the concerned area. It is the competency in specialized area of work or activity involving the
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ability to appropriately use tools and equipment. It is regarded as a hands-on activity with a
basic product or process. These skills are most important at the lower level and middle level of
management. Usually top-level managers, top executives are mainly focused on strategic
decision-making. Therefore, the use of technical skill is very limited at the top level. It includes
“factual knowledge regarding the rules, structure, management systems, and employee
characteristics of the organization, knowledge on organizations’ products and services like
technical specification, strengths and limitations” (Haq, 2011, p. 2793).

3.2.3 Interpersonal SKkills

It is the ability to work with people. For a leader, human skills are very essential. Because
leaders have to interact with many people like superiors, employees, peers, customers, public
etc. This skill helps the leader to effectively interact with these people and helps to achieve
goals. A leader has to consider one’s perspective as well as other’s perspective on certain issues.
He/she has given consideration to the opinions, ideas and contributions given by others. The
success of the leader is influenced by how the leader treat others. Being a leader, he/she has to
create a friendly, favourable and cooperative work environment. In that way employees will
feel that they are given much consideration in the organization, they will realize that they have
an important role in the organization. Simply, human skills are the ability to get along with
others. A leader must be sensitive to the needs and demands of employees and take those needs
into consideration for decision-making.

Efficiency and effectiveness of any organization depend on the ability and skills of managers
and how they utilise their skills and abilities in a right way to achieve the organizational
objectives. Banking system are the important component of our financial system, contributing
a major share to the growth and development of our country. Bank branches play a key role in
implementing the plans and policies of the economy. Through these bank branches, these plans
and policies are reached to the general public. So, the success and failure of the policies depend
on how these branches make available these policies to the public. It depends on the skills and
abilities of the branch managers. It influences the efficiency and effectiveness of the bank
branches. Bank branch managers are responsible for guiding, supervising, coordinating the
employees under them. They are responsible for the work done by the employees in the banks.
If any failure happened, the responsibility goes to the branch manager. Javadin et al, (2010)
argued that these people need to have high technical skills, low conceptual skills and human
skills shared with all levels of management. They define technical skills are those abilities
derived from the experiences, education, training and applying these knowledges to do the job.

Technical skills of branch managers include; the ability to describe different facilities to the
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client, familiar with the sources and resources of the bank, the ability to analyse financial
statements etc. Human skills of branch managers are concerned with the ability to create a
healthy environment for the employees as well as to the customers, the ability to understand
other’s attitude, behaviour etc.

In this study, the managerial skills of managers in banks were assessed on the basis of
managerial skills identified by Robert Katz in the year 1955. According to Katz, the levels of
management in the organization determines the importance of skill requirement in that level.
He classified managerial skills into conceptual, interpersonal and technical skills. He had an
opinion that top level management require more conceptual skills than others, because people
in this level are mostly engaged in setting goals, mission and objectives for the entire
organization. In the case of technical skills, supervisors in the organization make use of
technical skills more, because they are mainly engaged in delivering value to others. Human or
interpersonal skills needs at all levels. But now the working environment has been changed,
technological advancement in different levels may influence the requirement of different
managerial skills in an organization.

3.3 Leadership Skills

Today many organizations adopting flatter and more flexible organization structure. It demands
a good leadership too. Because to handle the rapidly changing workforce, only the leader can
make it possible. The ability to bring out the best from the people lies with the hands of leader,
that leads to success. To be a good leader, he/she needs to possess certain skills and abilities.
There are many skills, abilities, competencies described by many scholars, researchers and
academicians. Here is the list of most important skills required by leaders in order to succeed
in their role. These leadership skills are learnable and can be improved by proper training.
3.3.1 Decision-Making

Decision-making is the process of selection between different course of actions. Generally,
decisions can be taken either on intuitive basis or on the basis of reasoning or both. Intuitive
decision-making means taking decisions on the basis of one’s past experiences and the personal
values. It is using gut feelings about the possible courses of action to the concerned problem.
Decisions taken on the basis of intuition may not be correct always. Because it is purely based
on the experiences and emotions. That experiences may give good or bad lessons to the person.
Decisions taken on the basis of reasoning is usually simple nature and can be taken very
quickly. While taking a complicated decision, it require both intuition and reasoning. Because
it needs a formal and structured approach to the problem. Decisions can be taken by any person,

but the effective decisions can be taken by those who have the ability to do so. That means
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decisions have to be taken by considering all possible course of actions, gather as many
information as possible for the purpose, consult wise opinion from the experts, consider the
opinion of the subordinates and take the decision by optimally utilizing the resources and
reaching its benefits to the persons and to the entire organization. These can be done effectively
by the leader.
The ability of the leader is taking good decisions at the most difficult times. Only the great
leaders can understand how to balance emotion with reason and take decisions effectively and
positively influence employees, customers, stakeholders and the organization as a whole. A
leader with good decision-making skills will have the following characteristics;

e Involve in critical thinking. Dig all the possible alternatives to the decision-making

e Validate the accuracy of data and determine the relevancy of it to the potential solution

e Use both intuition and reasoning for decision-making

e Gather expert opinion

e Make timely decisions

e Use logical reasoning to assess the pros and cons of all possible alternatives to the

decisions
¢ Emotional intelligence. A leader should have control over the emotions. And not let the
emotions to influence on important decisions

3.3.2 Communication SKkills
For an effective leader, communication is very important. Today leaders realize the relevance
of communication. Because be a leader of an organization, they need to inspire and motivate
people around them. This is only possible by the way of effective communication. Effective
communication enables the leader to build bond with the team by the way of clearly
communicating the goals and objectives of the enterprise, roles and responsibilities and other
information to the team members. Clear communication helps to remove doubts and confusion
in the execution of any activity, in that way it builds trust among the members. Effective
communication is possible only by engaging in active listening. This helps the leader to know
the ideas, opinions, thoughts and grievances of members. Communication is effective only
when the messages are delivered with clarity. Leader must try to be transparent while
communicating with others. If the leader is unaware about the policies and goals of the
enterprise that leads to inefficiency. Transparency is very essential for removing the barriers of
communication between the leaders and followers. Communication is complete only when the

leader gets the feedback. Leader must know that whether their followers understood or not.
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Feedback may be positive or negative. That must be taken into consideration and implement
the same when it is needed. Not everybody is born communicator, this skill can be developed
by the persons who is aspiring leadership.

3.3.3 Problem Solving Ability

It is the process of identifying and resolving problems, issues and challenges arises during the
course of conducting business. A leader is one who always try to solve problems systematically
and measure and evaluate its impact. We cannot imagine a business without any problems. It
is in the hands of the leader, that how to tackle these problems effectively. This ability helps
the leader to identify the weaknesses, inefficiencies within themselves and in the organization.
Effective problem solving involve creativity, innovation and collaboration. That means, leaders
can come with innovative solutions or ideas to the problems, encourage the team members to
think outside the box by the way of encouraging creativity among them, collaborate with others
like team members, subordinates, superiors and experts that helps to build a bond among them.
These are the steps to be followed while solving a problem;

e Define the problem and the desired outcome: The problem must be defined properly.
Leader should set Specific-Measurable-Achievable-Relevant and Time-bound goals for
the solution

¢ Generate and evaluate possible solutions to problems: The leader must give
consideration to the possible solutions to the problem and analyse pros and cons of each
solution.

¢ Implement and monitor the chosen solution: It is the execution of the solution plan.
Here the leader can track the progress and identify the issues and challenges.

e Measure and evaluate the impact of the solution: This stage will determine whether
the selected solution reach the desired outcome or not. It helps the leader to determine
what we gain and loss from this action.

3.3.4 Delegation Skills

Delegation is not only aiming at reducing the workload of the manager or leader. It gives an
opportunity to the leader and the follower to learn, grow and perform better. But some leaders
are not ready to delegate their duties to others. Because they lack confidence, trust. They fear
about whether their team members do it properly or not. This can be avoided by the way
effectively delegating the work. First, the leader has to make a clear plan of action. Before
delegating any work to the employees, the leader has to think and anticipate the possible

outcome and the cost to be incurred. Also ensure that it is aligned with the organizational goals
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and objectives. The most important thing is the duty must be delegated to the right person, the
leader must ensure that the person to whom the duty is delivered has the required skills and
abilities. Only by delegating the duties will not give proper results, the leader has to give
necessary guidelines and instructions. But positive side of delegation is that while delegating
the duties to others, it enables the leader to focus on the key or core activities in the
organization, it brings confidence in the minds of leaders, create a cooperative team. By
delegation, team members also become able to do the work, they will be experienced and
improve the quality and efficiency of work and people. Team members become confident to
undertake any responsibility, leverage their strengths and talents.

3.3.5 Conflict Resolution Skills

A leader is not only responsible for the behaviour and actions of oneself but also the behaviour
of others in the organization. Managing a workforce is a difficult task to a leader. Because the
people are not same. They are different in their character, attitude, behaviour etc. Due to these
differences, difference of opinion arises and that lead to conflict. That will adversely affect the
performance of the organization. Therefore, it is in the hands of leaders that to unite the team
members, consider their opinion without any partiality, understand their viewpoints, demands
and behaviour. A leader must be very cautious and careful when dealing with members. So, the
task of leader is not easy. The success of the leader is depending on how eftectively the leader
resolve these conflicts. Conflict is when the people’s interests are not in alignment with each
other. This disagreement between the parties may be due to poor communication, individual
biases, difference in socio-cultural factors. When people in a team are under conflict, they may
not agree with one another and damage the relationship between them. Their actions and
behaviour lead to hurting the emotions and feelings of others and create many problems. So, it
is the responsibility of the leader to create a team, where the members can share their opinions,
ideas, emotions, feelings, interests and thoughts in a transparent manner. A leader has to
develop certain skills to resolve conflict in the organization effectively by the way of engaging
in open communication, engage in patient listening, treat all the people with respect and dignity,
never show any partiality between the people, maintain a positive attitude towards the problems
and wisely take the decision by considering all the relevant facts or information.

3.3.6 Cognitive skills

There is difference of opinion regarding the requirement of cognitive skills for the leaders. In
order to have a complete understanding of cognitive skills of a leader, there must be a
comprehensive and systematic understanding of the leadership roles and the problems the

leader faces in this role (Mumford et al.,2016). “Problem definition, cause/goal analysis,
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constraint analysis, planning, forecasting, creative thinking, idea evaluation, wisdom and
sensemaking/vision” (Mumford et al., 2016, p. 05) are the skills necessary for the leader to
resolve problems. Engage in effective communication is also part of cognitive skills. It requires
active learning and listening. Cognitive skills are considered to be the fundamental or basic
skills required for other skills such as business skills, interpersonal skills and strategic skills
(Mumford et al., 2007).

3.3.7 Strategic Skills

Today’s leaders require a strategic mindset, it is developed through many cognitive capacities.
These skills are mostly related with the conceptual skills. It helps a person to understand the
complexity and gives an idea about to deal with ambiguity (Zaccaro, 2001). Persons with
strategic skills have a system perspective to view the organizations opportunities and threats.
These skills are very important at the higher levels in the organization. Strategic management
skills involve the ability of a manger in “know the business and markets, manage subunit
rivalry, find and overcome threats, stay on strategy, be an entrepreneurial force and
accommodate diversity” (Stumpf & Mullen, 1991, p.48).

The responsibility of a bank branch is vested with the managers. Each day is a great challenge
to them. They have to manage the loan approval, take care about the customer relations,
marketing strategies, manage daily operations, achieve the targets and plenty of works to
handle with at most care. Sometimes the branch manager has to act like a leader and sometimes
as a manager. He/she has many works to do in the bank. Depending on the nature of the work,
work environment, they have to take multiple roles with due care. Therefore, the manager
requires many leadership skills and managerial ability to handle these things very carefully.
Possessing all the managerial as well as the leadership skills may not make the manager a
successful one, what the situation demand; he/she has to take the role and utilize the necessary
skills and abilities. It helps the manager to protect the financial health of the bank, maintain a
positive reputation in the market and deliver high-quality services to the customers. The role
of the banker as a leader is very critical for the successful running of the bank. The leadership
style preferred by the branch manager is depend on the situation. There is no one particular
leadership style adopted in every type of organization. Now-a-days, the managers are more
focused on the relationship building with the employees, customers and other stakeholders. It
is found that, the most influencing style of leadership is inspirational leadership. Inspirational
leaders can influence others effectively. These kinds of leaders have the ability to understand
the employees and customers as well as their emotions, feelings, attitude, behaviour and
everything.
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3.4 Inspirational Leadership Pattern in Organizations

Leadership is concerned with influencing people or group towards the accomplishment of
vision or goals. This influence may be formal, because in an organization, this is provided by
the managerial rank possessed by an individual. Usually, in an organization, managerial
positions have some degree of formal authority, persons take leadership role due to this
managerial position in the organization. It is argued that all managers are not leaders. Because,
managers given adequate authority and or formal authority, but there is no guarantee that they
can lead the team effectively. Leaders can be developed within a group and can be by the way
of formal appointment to lead a group. Today’s organization need both managers and leaders.
That means managers with leadership qualities and leaders with managerial abilities.
Therefore, many organizations are trying to develop managers with leadership abilities (Toor
& Ofori, 2008). Inspirational leaders never use coercive power or authority to influence people.
They give importance to the follower’s personal beliefs and feelings (Nicholls, 1994).
Inspirational leaders are characterised by, they are led the members by the way of example.
Leaders first look at the behaviour of the team and the team members, then passionate about
the vision. that vision is communicated clearly to the members. They are considered to be very
genuine and show respect to the members. They appreciate the good work by the members.
These leaders have high-level of emotional intelligence. To be a leader is not limited with
giving commands to others. It’s about understanding the emotions of oneself and those of
others, understand it and properly control its effect also. Better communication ability is the
key to an inspirational leader. The ideas, vision and mission have to be communicated to the
members very clearly and concisely. At the same time the leader has to consider the needs of
the employees. Inspirational leaders are one, who is viewed by the employees as a person who
inspire them by the way of words, ideas and behaviours. If a person is having all the abilities
and skills to become an inspirational leader but he/she is not able to create such a positive and
supportive work environment, the leader cannot fulfil the objectives. Positive and supportive
environment means the leader should appreciate the good work of others, make all the
arrangement for the good conduct of work and the members should be valued. One form of
inspirational leadership, is charismatic leadership. Charismatic leaders are those having a
vision, and all the efforts are focused on achieving the same; even they are ready to take
personal risks too, these leaders give more importance to the follower’s needs and aspirations.
These leaders are viewed as extra-ordinary people with great talent. Inspirational leaders are
not born, they can be made with effective training. Those persons who want to be inspirational

are required to have an optimistic view towards everything and communicate with the whole
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body that means, people need to capture the minds of others, communicating not just by words
enough for that. The person should have the capacity to build a strong connection or bond with
other members, it helps to inspire and make others to follow the leader and at last, people must
have the ability to grab the potential of followers to the maximum and utilise it properly. Vision
plays an important role among inspirational leaders. Vision motivates the employees to link
present with the future. It gives a path to the followers, how to effectively achieve the goals by
the way of connecting to the future. Through this vision, leader establish high performance
expectation from the followers. That brings self-esteem and self-confidence among them. It is
the power of establishing vision in the organization. These types of leaders express personal
connection with the followers. Thereby leaders as well as followers can easily catch the
emotions running between them. A clear-cut vision should have the possibility to achieve,
realize and to be value-centred. To be an effective in the leadership position, a person is required
to have some competencies. Competencies are the personal characteristics consist of
knowledge, skills, abilities and values. Possessing certain competencies only, does not make a
person a good leader, or possessing these all competencies may not be suitable in all situations
too. These competencies only show the potential of the leaders. In order to be effective in their
role, that must be developed into a proper leadership behaviour. Then the people can succeed
in their leadership position. There is no one particular leadership style fit for all the situation.
The best leadership style is determined which is more appropriate to the given situation.
Regardless of any kind of functions, roles, skills, activities and behaviours, a manager is
required to develop people skills to be successful and effective in their role.

Inspirational leadership is defined as “The dominant leader archetype of the theoretical
framework™ (Austin, 2009, p.269). An inspirational leader follows an inspirational agenda, that
means those leaders are capable of building a culture that can educate, motivate and inspire the
followers. They are able to create awareness, independent thoughts, creativity and mission for
the people and to the organization. Emotional intelligence and spiritual intelligence have an
influence on inspirational leadership. McEarchern, (2005) reported that inspirational leadership
is the result of combination of EI and spiritual intelligence. Emotional intelligence is the
recognition and understanding the emotions of oneself and those of others. Spiritual
intelligence is concerned with the sense on belief and concern within the organization.
Inspirational leaders are those whose behaviour is perceived as inspirational by the followers.
Such behaviour may be setting challenging goals to the followers, remain calm under pressure,
envision an attractive and attainable future and learn them to achieve the same. They have the

capacity to influence their subordinates and make them think out of the box that means allow
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them to go beyond their expectations and self-interest. The components of inspirational

leadership identified by (Bass, 1988) are;

)

(i)

(iii)

(iv)

)

Managing Meaning: Inspirational leaders make use of symbols to understand
others about something that they want to communicate with them. Symbols are very
useful to make the complex idea into a simple one. The leader should also take care
that, what the exact meaning of the symbol they are using. That means the
perception should be same between the leader and the follower. Then only the
correct meaning will be shared among them.

Impression Management. It means how the leader is presented in front of the
followers. It may include the physical appearance of the leader, attitude and
behaviour of the leaders to others, facial expressions and tone of voice.

Moulding Followers’ Expectation: It is not an easy task to the leader. But an
effective leader can set high performing standards for the followers or unreasonable
expectations from the subordinates. When the leader fix high standards for the
subordinates, it will boost the confidence level and enable them to work hard to
achieve the standards. Leaders make clear about the goals and objectives of the
organizations, show commitment towards the organizations. It makes the followers
to have a feeling on the organization and work for the success and future growth of
it.

Envisioning the Future: Leaders are not only working for the present they also
should have an eye on the future. Leader should always ready to meet the
uncertainties, complexities in the future. Envisioning is creating an image of the
future in the minds of subordinates. Because, only the leader alone does nothing.
Along with the leader, subordinates have to work for the future. Inspirational leaders
are capable of generating ideas, seeking information, engage in critical and logical
thinking and they are ready to learn from the mistakes. So, they can easily envision
the future with possible remedies in hand.

Intellectual Stimulation: It helps the leader to overcome obstacles in an intelligent
way, engage in logical thinking before taking any action. Intellectual stimulation by
the leaders means enable the subordinates aware and conscious about what is right,
good and important. Stimulating subordinates in a positive manner is a great

encouragement to them. It enables them to work for the good and important matters.
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Mistry & Hule, (2015) in their article described certain characteristics of inspirational leaders.

They are; innovativeness, creativity, objectivity, concentration, cooperation, consistency,

unselfishness and empathy.

)

(i)

(iii)

Innovativeness and Creativity: To survive in this rapidly changing, competitive,
challenging work environment, the leaders must be innovative as well as creative.
That means the leader has to engage in thinking. The mind always acts or think on
the basis of the known facts, but the intellect allows them to explore unknown things
by the way of analysing, revising the known factors.

Objectivity: A leader should be objective in the sense, he/she should act on the
basis of logic and reason. They believe in real facts and not opinions or suggestions.
These leaders have a clear plan of action. They know what is to be done, they always
try to avoid matters that hinder their decision-making. Objectivity in leaders enable
them to be calm under pressure. In everyday life, a person is required to handle
multiple roles may be personal or professional. But objectivity enable a person to
remain in the present role or situation. They are aware of other roles, but keen focus
is given on the present role. Another concern regarding being objective is to be
remain impartial and not rule by any kind of impulses. It avoids taking decisions on
the basis of personal likes and dislikes, influences or impulses.

The Leader Work for an Ideal: A leader has to work for the achievement of goals
than selfish interests. The intellect plays a crucial role in this process. It enables the
leader to focus on the ultimate aim and not allow any impulses to control it. If a
leader work in a selfish manner, they will be self-centred. They only focus on
achieving their personal goals. As a true leader, he/she should act as a servant. They
should work for the followers and the organization. Social consciousness enables a
leader to aware about their own responsibilities towards self, family, community,

company and to the entire country.

Anyone can become an inspirational leader; they only require to focus on their strengths and

weaknesses. One such character that distinguish an inspirational leader from others is that

centeredness. It is the state of mindfulness, that enable a leader to be calm under pressure, being

empathetic towards others, engage in deep listening and remain present. Inspirational leaders

are capable of developing inner resources, connecting with others, setting the tone and leading

the team. Inner resources can be developed by the leader by the way of stress tolerance, self-

regard and optimism. Vitality, humility and empathy in leader helps them to connect with others

effectively. For setting the tone, a leader has to be open, unselfish and responsible. For leading
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the team members, a leader should have a clear vision, focus, servanthood and sponsorship
(Garton, 2017). Hoskins, (2011), also had the opinion that everyone can become a leader.
Everyone has the potential to become such a leader. But most of the people don’t know this
potential, sometimes untapped, in some areas. It is the responsibility of the leader or others to
boost this potential, activate them, get them involved and finally believe them. By this we can
develop many inspirational leaders. He recommends three Ps for success in inspired leadership-
Post- People- Possibilities. It means that stay in integrity with commitment; surrounded with
good people that is motivated, committed and accountable. Finally, see endless possibilities.
That means, leaders should always ready to change the world, and not let anyone control them,
stand for yourself. A person has to believe that he/she is a leader capable of inspiring other and
themselves. Do all these things with passion and commitment, anyone can become an
inspirational leader. Finney, (2022) define inspirational leadership inspired from the definition
by John Quincy Adams' (6th US President) as “If your actions inspire others to dream more,
learn more, do more and become more you are an inspirational leader” (p.03). She also opined
that anyone can become an inspirational leader, the requirement is just to unlock the potential
and find opportunity to demonstrate the potential of the person. To be an inspirational leader, a
leader has to take focussed effort, practice and an ability to conduct self-reflection. Mutual trust
and the ability of the leader to inspire others plays a crucial role in building interpersonal
relationships. An inspirational leader is one, who is capable of creating a suitable environment
where the followers can work anything, commit mistakes and learn from the mistakes. It means
that inspirational leaders give an opportunity to the followers to learn new things. They help
the followers to overcome the challenges and achieve goals. A dedicated and committed leader
can become an inspirational leader, because they undertake the leadership as a learning activity.
(Bonau, 2017). Inspirational leaders communicate vision in a clear manner, uplift the vision
and convince the followers that vision is achievable. In that way leader create a high
expectation on followers that may boost their confidence level (Bass & Riggio, 2006).
Followers under inspirational leaders shows high-level of employee commitment and
engagement. Because these leaders are able to make effective communication, have clear vision
and are emotionally connected with others. They are ready to work under any situation, they
welcome changes (Zenger & Folkman, 2014). Murnieks et al., (2016) also argued that the
performance of the followers can be improved by the leaders by the way emotionally
motivating them. These leaders are considered to be a significant predictor of individual’s trust

and commitment towards the team (Joshi et al., 2009).
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3.4.1 Other Competencies Identified in an Inspirational Leader

3.4.1.1 Vision

Vision is the plan for the future. A leader should have the ability to foresee the future. Future
is always uncertain. To deal with these uncertainties, a leader has to prepare certain plans and
policies. Inspirational leaders are capable of communicating the vision to the members. By this,
leader boost the confidence level of the employees to do better and better. Because, the vision
is delivered to the employees in a clear manner. The employees are well aware of what the
vision actually; what are the goals to achieve. If the team is having a clear vision, people in the
group may not have any confusion regarding its achievement. They engage in interpersonal
interaction with people. In that way it enhances prestige and distinctiveness of the team (Bass,
1985). Inspirational leaders allow their followers to engage in interpersonal interaction and
redirect them to the vision and encourage them to achieve the same (Kark & Shamir, 2002).
Austin model of inspirational leadership also gives importance to the vision. He gives emphasis
on the interaction between leader, follower and the culture, that give importance to eight
parameters. One among the parameter is vision, which is described as ‘Creating a quest for the
Holy Grail’. The inspirational leader must give importance to both personal and professional
values, goals etc. The leader must share the hardships, success and failure associated with the
achievement of goals with the followers (Austin, 2009). Enthusiastic followers are created by
the way of generating and compelling vision for them. It enables the followers to change their
way of looking things around the world. Clear vision within the organization helps the leaders
to create a purposeful group of people and it also helps the followers to make relationship with
each other. Enthusiastic followers are a sure sign of inspirational leadership (Nicholls, 1994).
3.4.1.2 Investment in Personal Development

Leaders should always develop “I can win attitude”. Leaders should be capable of developing
a healthy and positive self-image. A thorough understanding of oneself is the best solution to
ride a successful life. There are many people who live without understanding who they are.
Some people may have negative experiences and they are programmed to be perform
negatively. That leads to diminishing performance, feeling of inadequacy and confined ability.
But thing is that this negative self-image can be replaced with the positive self-image. Leaders
should have a concern over employees working in the organization. Without these human-
beings, materials and other financial resources are worthless. A leader should take care about
the likes, dislikes, needs etc of oneself and that of others. People are differing in their
characteristics and behaviours; it makes the leaders difficult to manage. It is the duty of the

leader to consider the people as person with different needs and emotions and help them to
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achieve the same, in that way that leads to the achievement of organizational goals. That places
their full personal growth along with the objectives of the organization. Managers in the
organization should know that how their role affect their values, feelings, strengths and
weaknesses and other personal factors. Leaders can grow with full potential by utilizing the
potential of the people they lead maximum. Everybody, the leader, followers have the freedom
to express themselves. Effective leader is one, who help others to find satisfaction in their job,
to have acceptance in the team. To get a sense of satisfaction by individuals in the team, a leader
should understand that they;
e Have a sense of personal achievement in the jobs they do
e Receive adequate recognition for their achievement
e They feel that they made remarkable contribution towards the accomplishment of
group goals, if any failure happened, they understand it and they receive adequate help
to improve it
e They find the job more challenging one. So, they can best utilize their potential, effort
with maximum
e They have an opportunity to develop their potential (D'Souza, 1987).
A leader should have the knowledge on the organizational context. He/she must thoroughly
know the goals, objectives, plans and policies of the organization. The leader must be updated
with the information on every aspect of the organization. It may be the people, culture, work
environment etc.
3.4.1.3 Communication
No one can survive without communication. It is simply the transfer of meaning. This meaning
should be understood by others. If we have a good idea, there will be no use, when this idea is
not transmitted meaningfully to others. The two important elements in communication are the
transmission and understanding of meaning. An inspirational leader is a good communicator.
It helps the leader to control follower’s behaviour in the organization. Effective communication
ability in a leader helps him or her to foster motivation among the followers. It guides the
employees regarding what to do, how it can be done and what can be done for improving the
performance. Having formal and informal communication in the group helps to exchange
emotional expressions, feelings and thoughts between the people. Leader allows the people to
express their feeling towards the job, people and the like. Inspirational leaders allow the
employees an opportunity to express without any fear. Because they give more importance to

the feelings of the employees. A leader is able to take decisions with the help of making
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effective communication. Because, through communication, leader obtain many information
necessary for the decision-making.
3.4.1.4 Team Work
Team building is a tedious task for a leader. Leader cannot do the job alone. They may lead but
they need others to follow. A team has its own identity. A leader should understand that every
team has their own personality, power, needs, standards and attitudes. Leaders who take of
these things, can only become successful in the team. Because they can understand what the
team demands. Team members must know the importance of working together. They should
have a knowledge on factors that contribute to or hinder the functioning of the team.
Inspirational leaders provide an opportunity to the team members to appreciate the contribution
of each other and celebrate team’s accomplishment (Kark & Shamir, 2002). Austin model of
inspirational leadership gives emphasis on team work. One of the elements of his model is that
“holding the line on integrity”. The leader must capable of building such a work environment
based on trust and integrity. If the work environment is very cooperative and favourable, it will
be easy to the followers to achieve their personal as well as professional goals. It is possible by
the way of creating team work and collaboration. It helps to build good relationship with the
followers.
3.4.1.4.1 Characteristics of Effective Team

» Group Goals or Objectives
All the team members should clearly understand the goals of the team. There must be complete
participation and commitment from the part of people in the team towards the group goals. This
will determine how they will achieve the goals. A leader specifies the goals to be achieved in
the group. It will determine the requirement of resources, energy and time for the same. There
must be effective coordination of resources, this can be done by the leader alone. Otherwise,
that leads to conflict. There may be mismatch between work and goal, people work as they
like, no boundaries for anything.

> Roles and Responsibilities
People in the group should have a thorough knowledge regarding the roles to be played and the
responsibilities to be done. There should not be any doubts regarding which role to be
undertaken by one and the other. It is the duty of the leader to clearly distinguish the roles of
each person to take and the responsibility to perform that role. If the roles of each person are
not clearly specified that leads to conflict between the people and between the tasks too. That

leads to overlapping of work.
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» Group Procedures and Work Processes
It gives answer to the question- how a team can work together? Effective team needs
procedures and processes in the area of decision-making, communication, meeting etc.

» Interpersonal Relationship
People in a team are required to work together. For that mutual trust, support and
communication must be there between the parties to work effectively together. If the members
feel a sense of belongingness to each other, they will be open and ready to share their emotions
and feelings. A team’s strength lies in the better interpersonal relationship.

» Group Leadership Needs
As already pointed out, there is no particular leadership style fit for all the situations.
Effectiveness of a team is greatly influenced by the leadership style followed by the leader.
Therefore, the leader periodically checks whether their leadership style make any harm or
difficulty to the members. There must be assessment of impact of leadership style on the team
members.
3.4.1.5 Risk Taking
The ability concerned with taking bold decisions, think out of the box, break the uncertainties
called risk taking ability. The persons who are ready to take risk have a growth mindset. These
people believe that the abilities, skills and capabilities required for doing any work can be
gained by the way of learning and training. They have a strong willpower that they can achieve
anything. These leaders always view the challenges as opportunities for growth. They give
employees an opportunity to learn from the failure and learn lessons from those failures. At the
same time leader also learn from the failures and celebrate failures as learning opportunities
and improve their performance. Risk-taking does not means undertaking reckless risk or taking
risk beyond our capacity. Leaders should always focus on taking calculated risk only. It must
ensure psychological safety to the members and to the leader itself. For that leaders must
engage in open communication and active listening. They must give feedbacks and support to
the members whenever necessary. Austin model of inspirational leadership also gives
importance to the element, risk taking. He described it as ‘creating a sense of urgency’. An
inspirational leader is capable of taking risk with confidence and enthusiasm. If the taken risk
does not lead to success, the leader must be able to convert that risk into an opportunity for

success, that is why they are called inspirational leaders (Austin, 2009).
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3.4.1.6 Employee Engagement

Employee’s commitments and connection to the organization called employee engagement. It
does not mean the employees are happy and they are satisfied in the organization. This is about
the emotional connection of employees towards the organization and its goals. That means
these people are not working for the pay scale or promotion only but for the accomplishment
of organizational goals. Effective leaders can create a favourable work environment for the
employees. So, they can explore many opportunities and make them feel that they are part of
something bigger. Inspirational leaders are those who create vision for the future and inspire
all others to work for the accomplishment of goals. This leadership style is not limited with
giving instructions and guidance to the employees. That is why these leaders are called game-
changer. Inspirational leaders get through the emotions of employees and make them feel that
they are an important part of the organization by the way of creating a sense of shared purpose
and vision and motivate them to achieve goals. Their role is not limited with managers, they
are act as motivators, mentors, guide try to empower the full potential of the team members. If
the leader gives more consideration to the vision and aspirations of the members in the team,
they become very productive, innovative and customer focused. An inspirational leader is
found to be very fair and honest. These leaders break the rule of equality. That means, praise
the good work immediately and reward for their accomplishments. They don’t take care about
the position, rank or any other factor. This attitude from the part of leader shows that,
employees are also an important element in the organization. It will boost creativity,
transparency, accountability and risk taking from the part of employees. (Austin, 2009).
3.4.1.7 Dedication and Commitment

Leadership is a learning process. To be a successful leader in this modern business world, a
leader should be dedicated and have a commitment towards the organization and its goals. For
an inspirational leaders, dedication and commitment is an unavoidable element (Bonau, 2017).
Dedication from the part of leader helps to move forward, seek the opportunities and identifies
the possible threats and make the environment ready for utilising these opportunities and
threats. Commitment refers to the setting standards for excellence and have an accountability
towards continuous improvement. Inspirational leaders try to set clear goals, break the
problems into manageable parts, make arrangements for the daily tasks, seek for opportunities
and embrace the challenges.

3.4.1.8 Inspirational Agenda

Inspirational leaders work based on an inspirational agenda. It is nothing but a tool or guide

that helps to plan about what to be done and how it to be done. It helps to create a culture that
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educates, motivates and support the followers (Austin, 2009). It is considered to be a plan of
action. It helps a leader to prepare himself or herself ready for facing any situation. Leaders
with inspirational agenda had a clear vision, focused on the future and always tries to inspire
the followers to achieve goals.
3.4.1.9 Building Relationships
A leader’s effectiveness is more depend on the interpersonal relationship than the technical
knowledge or professional expertise. A leader is concerned, he/she cannot work alone. The
leader is always accompanied with other people, it may be subordinates, peers, superiors etc.
The success of the leader is influenced by the quality of relationship maintained by the leader
with others. This quality is enhanced by the way of improving the level of awareness of
themselves and others. The leader must give importance to the two important factors;

e The extent to which leaders see themselves as others see them

e The extent to which leaders see others as they see themselves
The extent to which the leader is having accurate self-perception, the better he/she can
communicate with others. It is argued that when a leader is able to accurately value and accept
themselves, they can value and effectively accept others also (D'Souza, 1987). A leader should
always give respect to the dignity of others. In relationship building it is very important that,
the leader must respect irrespective of their positions in the organization. Whatever be the
position of people in the organization; higher or lower, everyone is unique with different
abilities and aspirations, but the priority must be given on all are human beings and deserve all
the right things to be happen in their life (Harold & Heinz, 1990). Inspirational leaders are
better able to connect with the people up to the personal level by the way of building positive
relationship. That will lead to loyalty and commitment from the employees. It creates a feeling
in the mind of employees that they are given consideration and that lead to higher employee
engagement and retention.
3.4.1.10 Result Oriented
Result-driven nature of leaders focused on the specific, measurable goals or objectives to be
achieved. It is an approach of the leader to set clear objectives, track the progress and taking
actions if needed to achieve the objectives. Leaders who focus on the results are found to be
flexible. They give opportunity to the employees to bring new ideas to achieve the objectives.
They are given complete ownership to the work they have undertaken. Here the employees can
adopt their own strategies to achieve the goals. But the leaders frequently check the progress

and provide necessary resources and support to the employees. These leaders celebrate the
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success along with the team members. They are strategic, have forward thinking and prioritize
long-term goals than short-term goals. These leaders show high-level of confidence and clarity.
They try out new approaches and make adjustment to the plan if needed to achieve desired
results. Being a result-oriented leader ensure all the members in the group are moving forward
in the same direction. Effective and efficient workflows can be built without any distraction
and disruptions. They can achieve the goals in a faster and efficient manner. because these
leaders have a clear vision in their mind, they set a clear plan for the same, do smart work
instead of hard work and check progress periodically and the goals become achieved. A leader
achieves the results along with the effort of the people in the organization. It creates an
environment of accountability and transparency. That lead to team work. Because the success
depends on the ability of all members. It fosters high-level of communication, collaboration
and cooperation among the members. An inspirational leader is also a result-oriented leader.
Thes leaders only take reward, praise and other recognitions only when they accomplish the
tasks (Austin, 2009).

3.4.1.11 Purpose-Driven

Inspirational leaders are found to be purpose-driven (Bonau,2017). That means inspirational
leaders are well-known about the vision, mission, goals, values, principles and standards. It
enables the leader to align the activities and actions towards these things. These people are
driven by a purpose and align their goals with higher purpose. If the person is very clear about
for what they are working for, can achieve the results very effectively and gain long-term
success. Both the leader and the followers are very clear about the purpose of doing any work,
can create a positive work environment, it become easy for the leader to communicate the
organizations goals and objectives. Employees under result-oriented leaders can work without
any doubts and distractions. That create a culture of excellence, people get motivated and
empowered to give their best.

3.4.1.12 Value-Driven

The leader is having a deep sense of purpose and commitment towards values such as humility,
honesty, integrity, excellence, courage, trust, care for the people and social and environmental
responsibility. Here the leader tries to instil these values to the employees and thereby improve
the cohesiveness and willingness to work together. These leaders re-evaluate their values,
determine the purpose and find out which is more important for the leader as well as to the
followers. These leaders clearly know about when to lead, when to follow and when to give
directions. They have the ability to look situations from different viewpoints. They clearly

know about the values of each member and recognize it. They never engage in blaming others
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for the errors and mistakes. Leader takes all the responsibility. They treat all employees as
equal; each one contributes to their maximum to the organization. An inspirational leader is
considered to be a role model guided by a set of morally sound core values. A leader’s activities
and behaviour are guided by the values of the organizations. That helps them to work in an
accountable and responsible manner. These leaders always try to improve their potential and
give high standard of performance (Finney, 2022).

3.4.1.13 Emotional Intelligence

Intelligence is found to be one of the foundations of individual behaviour. Generally,
intelligence is concerned with the ability to adapt to different situations. It is the cognitive
process of reasoning and understanding. A person’s attitude, perception, behaviour is
influenced by cognition as well as emotions. More than conceptual intelligence, emotional
intelligence determines the success of an individual. Workplace is a volatile environment;
sometimes it is filled with tension, stress, pressure and anxiety. But sometimes, the environment
may be very peaceful, pleasant, filled with happiness and excitement. These situations play a
significant role in determining one’s EI. While managing the workforce in an organization, the
leader should be emotionally intelligent. A leader with emotional and social competencies can
bring hope, vision and compassion for others (Boyatzis et al., 2013).

3.4.1.14 Inspirational Motivation

Leadership is basically concerned with influencing people thereby they can actively participate
in the group goals (Harold & Heinz, 1990). To a leader is concerned, motivation is a great
challenge to them. (D'Souza, 1987) argued that leader cannot motivate others. They can only
create a climate to effectively work and to utilize the full potential. Leader must give
consideration and participation by the employees into the decision making. Leader can
motivate people, that they should have a feeling that they are considered by others- their
emotions and feelings and difficulties. A leader should focus on; sensitivity to the problems
people face on the job, availability and openness to people needing help, sympathy with
adverse conditions in the work environment and the more important the ability to establish
more than a boss-worker relationship. Leaders are well known about how to provide right
encouragement and support to the team members to boost morale and productivity. Usually
when a person is inspired or motivated, they feel empowered and create confidence that they
can do anything. Inspiring leaders can motivate others in such a manner that help them to utilise
their potential and achieve their dreams. It enables the persons to understand how much they
worthful, that raise confidence and self-esteem to win success in the personal and professional

life. This increased confidence among the employees make them to think out of the box. That
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brings creativity and drive innovations and new ideas leads to many discoveries and
advancement in all areas.

3.4.1.15 Success-Oriented

If an individual is able to think, plan and do positively, they can bring success. They always
seek to positively find solutions to the problems and instead of finding excuses. This kind of
positive attitude helps a person to achieve their objectives, even they are having moderate
abilities. To be a success-oriented person, it required to think positively, talk positively using
positive ideas, words that inspire others, then only that create a winning attitude within a
person. An optimistic person can do these things effectively. It requires tremendous effort from
the part of leader, personal energy and selfless commitment. The power behind success-
oriented leadership is to become a self-fulfilling one. That means, success is not limited with
the leadership role, it is concerned with experiencing a sense of satisfaction and inspiration
when others achieve and succeed. It is in the hands of the leader to lift others and pull them to
achieve the goals. An inspirational leader always shares the success with the followers. They
never take the credit of success themselves instead they share everything whether it is success
or failure with the followers. These leaders always focus on success and they consider
commitment towards the accomplishment of goals is the ultimate sacrifice to the organization
(Austin, 2009).

3.5 Emotional Social Intelligence

Emotions are very significant in our daily lives. The behaviour of a person is influenced by
emotions to a certain extent. Usually, emotions arise with respect to certain events either
internal or external and has an influence on individual either positive or negative manner. There
are mainly six basic emotions; fear, disgust, anger, surprise, joy and sadness that human
experience. People take decisions based on the emotion experienced at that moment. When a
person is happy and pleasant, his/her decision will be based on that emotion. If the person is
angry, his/her decision may change. The type of emotion experienced by an individual is
depend on the situation that trigger the emotion. This does not mean that the decisions are taken
on the basis of emotions, but there will be an influence of emotions on the decisions. Awareness
of different emotional state, helps an individual to better handle the situations especially under
stress or work pressure.

Bar-on model, define emotional social intelligence as “cross-section of interrelated emotional
and social competencies, skills and facilitators that determine how effectively we understand

and express ourselves, understand others and relate with them, and cope with daily demands”
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(Bar-On, 1997, p.14). A clear understanding and management of personal, social and
environmental changes helps a person to become an emotionally socially intelligent one.
3.5.1 Models of Emotional Intelligence
Emotional intelligence is “The subset of social intelligence that involves the 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” (Salovey & Mayer, 1990, p.189).
According to the Encyclopaedia of Applied Psychology, there are currently three major
conceptual models of emotional intelligence. They are;

e The Mayer-Salovey model of emotional intelligence

e The Bar-On model of emotional intelligence

e The Goleman model emotional intelligence
3.5.1.1 Salovey-Mayer Model of Emotional Intelligence
Mayer and Salovey was first coined the term emotional intelligence in 1990. Ability model is
a four-branch framework of emotional intelligence in terms of ability rather than traits or
characteristic. This four-branch model distinguish among four-branch model of problem
solving necessary for emotional reasoning. EI is best measured as an ability. According to the
ability model of EI, emotional abilities are classified into four branches;

(i) Perception and Expression of Emotions
To be an emotionally intelligent person, he/she first needs to identify the emotions of oneself
and those of others. The person must be able to understand the kind of feeling including
thoughts and emotions in a particular situation. He/she must be capable of correctly express
the emotions by the way of communicating their emotions, feelings and thoughts to others.
Emotions may be correct or incorrect, the way the person distinguish between them properly
is rest with the person dealing with it. In an organization, the leader or manager have the
capacity to recognize the emotions of employees can better understood them, show an
empathetic attitude towards others. They can lead and manage the members in a better way.
People who can perceive and respond emotions of oneself very quickly and accurately and
express it to others effectively called appraising and expressing of emotions. It is considered to
be an important part of emotional intelligence (Salovey & Mayer, 1990).

(i) Emotional Facilitation of Thinking
Emotions have a great influence on one’s thinking. The information obtained from the emotions
can be utilised for the decision-making. Emotions prioritize thinking, helps to gain multiple

perspective and helps to gain different types of reasoning and problem-solving strategies by
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the way of directing our focus to the information. It is the ability to change moods. Mood may
be positive or negative. Positive moods in a person provide wide thinking, see things in a
broader view, creative ideas and options, explore many possibilities in a flexible manner.
Negative moods also provide an ability to spot out errors, give more attention to the field. A
person must check the different moods experienced by the person. He/she must examine that
what kind of emotion is going on in the minds of a person and how can it be controlled and the
information derived from such mood change is used for decision-making (Salovey & Mayer,
1990).

(iii)  Understanding Emotions
Emotions have different meaning. For example, joy or happiness can motivate us to join, share
and to take part, fear may lead to get away from anything, anger leads to attack, lash out and
try to stand up for ourselves. While understanding the emotions and its meaning can better able
to handle the human beings. Emotions are very crucial to an individual, because it helps to
adapt to the challenges in life. That means, when a person is happy or feel good, he/she can
handle any kind especially more burdensome activities without any problem. But at the same
time, when the person is sad or miserable even the very simple task become a risky one to the
person (Salovey & Mayer, 1990).

(iv) Managing Emotions
Emotions can also be managed. If these emotions are under control, one can easily manage it.
An emotionally intelligent person can effectively manage the emotions, because the person can
effectively regulate the emotions and respond to those emotions effectively. Managing
emotions are considered to be a strategic part of EI. The person must be open to emotional
information when it is important and involve it for thinking. For managing the emotions of
oneself and those of others, the person required to be kind to others because it helps to stop
worrying about yourself, be open-minded, ready to appreciate good things and avoid severely
criticising others.
This model can be a useful model for recognizing the relevance of emotion in the workplace.
An emotionally intelligent manager should have the ability to share meaningful vision, capable
of establishing meaningful relationships and resolve conflicts in a non-destructive manner
(Palmer, 2007).
3.5.1.2 Bar-On model of emotional intelligence
Bar-On model discussed about the interpersonal and intrapersonal intelligence of people.
Intrapersonal intelligence is concerned with the self-understanding of strengths and weaknesses

and interpersonal intelligence is concerned with the understanding of others. This model
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classified the emotional intelligence as; intrapersonal, interpersonal, adaptability, stress
management and general mood.

Table 3.1

Bar-On Model of Emotional Intelligence

Intrapersonal Interpersonal Adaptability Stress General Mood
Management
Self-regard Empathy Reality testing ~ Stress tolerance  Optimism
Emotional self-  Social Flexibility Impulse control  Happiness
awareness responsibility Problem solving
Assertiveness Interpersonal
Independence relationship
Self-
actualization

Note: Adapted from “Emotional intelligence, its measurement and implications for the
workplace,” by S. Cartwright and C. Pappas, 2008, International Journal of Management
Reviews, 10(2), p. copyright 2008 by Blackwell Publishing Ltd157

1. Self-Regard
The capacity to look into ourselves. It is the capacity of accurately evaluating ourselves that
leads to accepting and respecting ourselves. By accepting ourselves, the person become able to
accept all the positive and negative qualities, strengths and weakness, limitations and
opportunities. It is related with self-awareness. It makes a person confident, have inner strength,
self-reliant and feel secured. For a leader, self-regard is an important ability. But high-level of
self-regard is also problematic. Because when leaders always talk about the good things, his/her
strengths and achievements to others, that make others to be uncomfortable. So, the leader is
required to have this ability or balanced with good interpersonal skills then he/she can remove
the negative impact or problems in social interaction. This ability can be changed and can be
improved.

2. Emotional Self-Awareness
It is the analysis of what kind of emotion is felt by a person, find why it happened and check
the reason behind it. These people have a good understanding of their inner feelings. But at the
same time, people lack in this ability are impossible to develop the quality of empathy.

3. Assertiveness/ Emotional Self-Expression
It is concerned with expressing our emotions, feelings, rights, thoughts and opinions in a non-
destructive manner. The person with assertiveness is self-confident, straight forward and very

bold. Assertive people express their opinion, thoughts or whatever it may be without any
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aggression or destructive way. They are not shy, overly controlled or submissive. These are the
important requirement in the field of leadership.

4. Independence
Being independent does not mean not depending on others for anything especially for planning
and decision-making. It does not mean not considering others into decision-making.
Independent people consult others for their opinion. It is regarded as an important facilitator
for an emotionally socially intelligent behaviour, because it helps to cope up with stress and
work pressure. It helps leaders and managers to be effective in decision-making and work
alone. If the team is having a greater number of dependent employees, it is very difficult to
work effectively in a team because they work very slow, continuously depend the team leader
for everything. On the other hand, if the team is having a greater number of independent
members, it is also very difficult to cooperate with them. Because, sometimes these members
show an over-confident that they can do any kind of work without any assistance that leads to
many problems.

5. Empathy
Empathetic people always think about what others think in a particular situation. It is about
what, how and why they feel. It is the central element of social awareness. This ability makes
the person cooperative, collaborative, responsible and a loyal person to others. This quality
enables a leader to lead by example giving an opportunity to the members, delegate
responsibility to the members. People who lack in empathy engage in an aggressive, antisocial
and psychopathic behaviour. But who are over empathetic are considered to be weak leaders
or managers. Self-awareness, self-expression and empathy are considered to be the foundation
or building blocks of EI construct.

6. Social Responsibility
Being a socially responsible person means having social consciousness and concern for others;
their needs, motives and demands. These people work on the basis of social principles, rules
and standards. A leader should act as a socially responsible person. He/she must have an
interpersonal sensitivity, consult others, use other’s ideas, talents, opinion for the benefit of all
and not for the benefit of self. The quality of social responsibility helps a leader to be cooperate
with others, be loyal and respectful. Individuals who lack in this ability work for the benefit of

self, misuse the talents of others.
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7. Interpersonal Relationship
It is not just creating a friendly relation with others but also being very ease and comfortable
with those relationships and having positive expectation on others. People who are not engaged
in interpersonal relationship are considered to be introvert, shy, dependent and unpleasant. For
a leader it is a prerequisite quality. Without having this ability, a leader cannot succeed.

8. Stress Tolerance
It is the ability of a person to better handle adverse situation by the way of actively and
positively coping with it. It can be done by the way being calm, relaxed and composed. If the
leader is not having the ability of stress tolerance, he/she cannot survive in the organization.
That means it is in the hands of the leader to handle the stress in a careful manner not giving
any way to arise any strong emotion.

9. Impulse Control
It is concerned with how effectively a person control emotion. There is positive as well as
negative emotions. Impulse control rest with the capacity to manage or delay or resist hostile
behaviour. For a leader, he/she must control the aggressive emotion to arise in a most
challenging situation. It is essential for negotiating and resolving conflict.

10. Reality-testing
It is the testing of the degree of correspondence between what we actually experienced and
what externally exist. It is an attempt to make all things done in a right manner. This is about
making perceptual clarity of things. The individual must possess situational awareness which
is essential for cognitive processing of emotions.

11. Flexibility
It simply refers to the ability to accept the changes. It is adopting and adjusting our feelings,
emotions and thoughts to new situation. A leader should always be flexible. Being adept to a
new or dynamic or unpredictable situation is an important quality for a leader. Because a leader
is facing many individuals with different character, has to face different work environment. Its
culture, policies, goals are entirely different from the expectation of the leader.

12. Problem solving
It is concerned with identifying and defining problems and find alternative solutions and select
the most effective solution for the problem. To deal with problem, a person must be self-
confident, motivated, gather as many information as possible, able to collaborate with others

to get valuable ideas.
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13. Self-Actualization
It is the realization of inner potential. It is the achievement of ultimate goal for which the person
is striving for. People put all the effort and commitment to fulfil this ultimate goal. People
engage in a continuous improvement of their skills, competencies and talents. They always try
to do best. Organizations and managers should try to nurture self-actualization to pursue
personal as well as organizational goals.

14. Optimism
Optimism is considered to be an important facilitator of emotionally socially intelligent
behaviour. This quality makes a person to be self-motivated, set challenging goals for them and
to the organization. They always expect good things will happen very soon, fully utilize their
capacity to achieve the same. It contributes towards being passionate, positive and dedicated
towards what we really want to achieve. For an inspirational leader, generate energy and inspire
others.

15. Happiness/Well-being
The ability to be happy and pleasant in life. Happiness generally concerned with being enjoy
with others and have fun. They always feel good and enjoy life. It makes a person enthusiastic
and cheerful at work. They are very optimistic and satisfied with their life and work. They
always see good things in other people. A leader should always try to keep happiness in his/her
profession, then only they can survive in that field.
ESI is more important than cognitive intelligence. Because it helps a person to do their best
and accomplish goal by utilizing one’s talent to the maximum. Emotionally socially intelligent
person can effectively manage social, personal and environment changes by the way of
effectively managing the emotions.
3.5.1.3 The Goleman Model of Emotional Intelligence
The competency model of emotional intelligence was created by Daniel Goleman in 1995. This
model is based on certain emotional intelligence skills such as self-awareness, self-regulation,
motivation, empathy and social skills. These skills are very essential for a successful leadership.
Today’s leaders can adopt these skills to bring excellence in their performance (Cherniss &
Goleman, 2001). By the way of life experiences, EI can be developed in an individual. The
emotional intelligence skills identified by (Goleman, 1995) are as follows;

i.  Self-Awareness

It is not limited with awareness on emotions and feelings it also extends to one’s values and

goals. Self-aware people can assess themselves realistically, they are able to speak very

104



confidently. They not only aware the strengths but also their weaknesses. They are ready to
admit failures and openly communicate their limitations to others (Goleman, 1998).

ii.  Self-Regulation
Goleman (1998) argued that people with self-regulation- who have control over their feelings
and emotions can create an environment of trust and fairness. Self-regulated people can easily
adapt to the environmental changes. They are ready to listen carefully from the executives, seek
information.

ili. Motivation
Motivation is the urge to achieve something or achieve beyond expectation. Persons who are
looking for leadership position are highly motivated, they have high desire for the work, seek
challenges, ready to engage in continuous learning, persistent and very eager to explore as
many approaches as possible to the work. Highly motivated people are considered to be
optimistic. They will not worry even the target is not fulfilled. These people are committed and
loyal to the organization.

iv.  Empathy
In leadership empathy does not mean putting others’ emotions and feelings as our own. It is
about thoughtfully considering others’ emotions along with other factors necessary for
decision-making. Today’s businesses need the most important quality called empathy due to
globalization, increased use of team work and need for retaining talents within the organization.
Leaders with empathy do more than sympathizing others, it is about logically consider other’s
emotion and use that emotional knowledge for decision-making (Goleman, 1998).
v.  Social Skills
Social skill rest with managing relationship with others. Socially skilled people are aware that,
they cannot achieve anything lonely. They need the assistance and support of other members.
These people can build a large network of relationships internally and externally.
Goleman (1998) opine that for the sake of performance along with technical ability and IQ,
emotional intelligence is also a prerequisite. Emotional intelligence is learnable but it takes
time but the benefit will last for long time to the individual as well as for the organization.
Goleman created two measurement tools for the model; one is The Emotional Competency
Inventory (ECI)- created in the year 1999 and another one called Emotional and Social
Competency Inventory (ESCI) which was created in the year 2007.
3.5.2 Emotional Intelligence at the Workplace
In a workplace, there are many individuals coming from different background and express

different behaviour. Each behaviour has different consequences to the people who are dealing
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with and to the entire organization. Sometimes, people need to behave according to the plans,
policies, procedures of the organization, but it may not happen all the times. Because, human
character is influenced by certain factors which may not be controlled always.

Makkar & Basu, (2019) studied about the role of EI in the workplace, they take banking sector
as the sample. Individual with high-level of EI display positive workplace behaviour that
contribute towards higher engagement and organizational commitment. Banking sector is one
of the dominant sectors in our economy that contribute to the growth and development of our
country. EI in leadership is considered to be an essential to the banking sector because the
performance is largely depended on rendering high-quality services. Workplace environment
conditions had a great influence on EI, because people show different levels of EI depending
on the working environment conditions. The service orientation and the behaviour in the
workplace in the private sector banks offered people to improve their emotional intelligence
capacity compared to public sector banks. But at the same time the work stress in private sector
banks is also high. Watkin, (2002) argued that in every field in every industrial sector, top
performers are distinguished from others not on the basis of 1Q or technical ability but on the
basis of emotional intelligence. Technical expertise and intelligent quotient only guarantee
average performance or it give only a baseline. Emotional intelligence is the single factor that
determine superior performance from the entry level to the top executive level performance.
Business leaders with high-level of EQ can create a supportive work environment and
organizational commitment. These leaders can better understand their own and the team
member’s strengths and weaknesses. They are capable of handling stress, conflict and work
pressure in a non-destructive manner. High EQ leaders are very inspiring and supportive
because they know very well about the needs, emotions and feelings of the group members.
They generate optimism, excitement and enthusiasm among the members (Furnham, 2012).
3.6 Conclusion

Today in every organization, there is a more focus on emotional intelligence due to the
paradigm shift in leadership. In earlier days, leaders only need to give commands to do certain
jobs. But now the picture has been changed. They are more self-aware and give more focus on
building relationships. Today’s leaders are more accountable towards their peers and
subordinates. Leadership is actually a journey of a lot more ups and downs. Here the leader
grows and faces many struggles, effective leaders learn from the past lessons and make it as a
fuel to drive the future ahead. Effective leaders must take care of balancing. That means they
should be able to balance physical and mental well-being. It is very crucial for a leadership

role. So, the path of becoming an inspirational leader is not without any obstacles. But the
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success is depending on how tactfully the leader overcome from those obstacles and learn good
lessons from that and utilise it properly. The success of the leader is more influenced by
emotional social intelligence. The present study is intended to study the effectiveness of
emotional social intelligence in inspirational leadership in banks in Kerala. The study also
envisages the assessment of emotional social intelligence competencies, managerial skills,

leadership skills possessed by the branch managers in selected banks in Kerala.
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CHAPTER IV
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INTERPRETATION PART 1
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4.1 Introduction

This chapter deals with the results of analysis of data collected. It includes socio-demographic

profile of branch managers and employees in the banks, details regarding the factor analysis

for the assessment of certain objectives of the study. It also includes exploratory factor analysis,

confirmatory factor analysis, its reliability and validity, measurement models used for the study

and normality of the distribution of the data.

Section I

4.2 Socio-Demographic Profile of Branch Managers and Employees Working in Banks

The socio-demographic factors such as gender, age, educational qualification, marital status,

type of family, type of bank, region and length of service (Bantel, 1993; Bell et al., 2011;

Chaudhary et al., 2017; Kaukauli et al., 2002) of branch managers and employees are

considered for the study.

4.2.1 Socio-Demographic Profile of the Bank Branch Managers Selected for the Study

Table 4.1.1

Socio-Demographic Profile of the Bank Branch Managers Selected for the Study

Variables Categories Frequency Per cent
Gender Male 222 61.7
Female 138 38.3
Total 360 100
Age Below 35 151 41.9
36-40 82 22.8
41-45 44 12.2
46-50 26 7.2
51 and above 57 15.8
Total 360 100.0
Education Qualification Degree 175 48.6
PG 185 514
Total 360 100
Marital Status Married 268 744
Unmarried 66 18.3
Widow/ Widower 26 7.2
Total 360 100
Type of Family Nuclear Family 218 60.6
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Extended Family 80 22.2

Joint Family 58 16.1
Blended Family 4 1.1
Total 360 100.0

Source: Primary data

It is clear from the table 4.1.1 that, majority of the respondents are male branch managers (61.7
per cent). While 38.3 per cent are female branch managers. With respect to the age of the
respondents, majority (41.9 per cent) of the respondents belongs to Below 35 age categories.
Followed by 36-40 age category with 22.8 per cent, 46-50 age category with 15.8 per cent, 41-
45 age category with 12.2 per cent and 46-50 age category with 7.2 per cent respondents.
Education qualification wise classification reveals that majority of the respondents selected for
the study are post graduate (51.4 per cent). Regarding the marital status of the bank branch
managers, 74.4 per cent are married, 18.3 per cent are unmarried, 7.2 per cent belongs to widow
or widower category. Type of family wise classification reveals that majority of the respondents
are from nuclear family (60.6 per cent), 22.2 per cent belongs to extended family, 16.1 per cent

are from joint family and 1.1 percent of the respondents belongs to blended family.

Table 4.1.2
Frequency Distribution of Type of Bank, Region and Length of Service of Branch Managers in
Banks

Variables Category Frequency Per cent
Type of Bank Public Sector Bank 220 61.1
Old Private Sector Bank 101 28.1
New Private Sector Bank 39 10.8
Total 360 100
Region Northern 100 27.8
Central 143 39.7
Southern 117 325
Total 360 100
Length of Service 01-05 years 172 47.8
06-10 years 106 20.4
11-15 years 56 15.6
16-20 years 16 4.4
21 and above 10 2.8
Total 360 100

Source: Primary data
It is evident from the table 4.1.2 that majority of the branch managers were selected from the

public sector banks, constituting 61.1 per cent of the total. 28.1 per cent of the branch managers
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were selected from the old private sector banks and 10.8 per cent from the new private sector
banks. With respect to the region, majority of the branch managers were selected from the
central region, i.e. 39.7 per cent of the total; 32.5 per cent from the southern region and 27.8
per cent of the total branch managers were selected from the northern region. With respect to
the length of service of respondents as a branch manager in a bank, majority of them have 01-
05 years of experience in banks as a branch manager, constituting 47.8 per cent of the total.
Followed by 29.4 per cent have experience of 06-10 years’, 15.6 per cent have experience of
11-15 years. Less than 5 per cent of the respondents have work experience for a period of 16-
20 years with 4.4 per cent and more than 21 years of experience with 2.8 per cent.

Table 4.1.3

Frequency Distribution of the Number of Branch Managers taken from each bank Selected for
the Study

Name of Bank Frequency Percent
SBI 85 23.6
Canara Bank 60 16.7
Union Bank 21 5.8
Bank of Baroda 19 5.3
Punjab National Bank 19 5.3
Indian Overseas Bank 16 4.4
Federal Bank 42 11.7
South Indian Bank 35 9.7
Catholic Syrian Bank 14 3.9
Dhanalakshmi Bank 10 2.8
HDFC 12 3.3
ICICI 11 3.1
Axis Bank 8 2.2
Indusind Bank 3 0.8
IDBI 3 0.8
Kotak Mahindra Bank 2 0.5
Total 360 100

Source: Primary data
Table 4.1.3 shows the frequency distribution of the banks selected for the study. It reveals that
23.6 percent of the bank branch managers selected for the study are from SBI followed by 16.7
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per cent of the respondents are selected from the Canara bank; 5.8 per cent from Union bank;
5.3 percent each from Bank of Baroda and Punjab National bank respectively; 4.4 per cent
from the Indian Overseas bank; 11.7 per cent of branch managers are selected from Federal
bank, 9.7 per cent from South Indian bank; 3.9 per cent from Catholic Syrian bank; 2.8 per cent
from Dhanalakshmi bank; 3.3 per cent from HDFC bank; 3.1 per cent from ICICI bank; 2.2
per cent of the respondents selected from Axis bank; 0.8 per cent from IDBI and IndusInd bank
respectively and 0.5 per cent from Kotak Mahindra bank respectively.

4.2.2 Socio-Demographic Profile of Employees Working in Banks

The socio-demographic profile of employees working in banks includes; gender, age, education
qualification, marital status, type of banks, region, length of service and the number of years in
which the employee knows about their present branch manager.

Table 4.1.4

Frequency Distribution of Socio-Demographic Profile of Employees Working in the Banks
The socio-demographic profile of the respondents (Bank Employees) such as gender, age,

education qualification, marital status are presented in the following table 4.1.4.

Variables Categories Frequency Per cent
Gender Male 178 44.5
Female 222 55.5
Total 400 100
Age Below 30 years 211 52.8
31-40 143 35.8
41-50 33 8.3
51 and above 13 3.3
Total 400 100
Education Qualification =~ Degree 257 64.3
PG 143 35.8
Total 400 100
Marital Status Married 209 52.3
Unmarried 182 45.5
Widow/ Widower 9 2.3
Total 400 100

Source: Primary data
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The table 4.1.4 socio-demographic profile of bank employees reveals that, out of the 400
respondents; majority of the respondents are female with 55.5 per cent and the remaining are
male employees with 44.5 per cent. Age-wise classification shows that majority of the
employees are in the age group of below 30 years with 52.8 per cent; followed by 31-40 with
35.8 per cent. 8.3 per cent employees are in the age group of 41-50 years and 3.3 per cent are
in the age group of 51 and above. Regarding the education qualification of the employees,
majority of the employees are degree holders (64.3 per cent) and the remaining employees are
post graduate (35.8). Marital status of the employees reveals that; 52.3 per cent of the
employees are married; 45.5 per cent are unmarried; and 2.3 per cent belongs to
widow/widower category

Table 4.1.5

Frequency Distribution of Type of Bank, Region, Length of Service and the No. of years in

which the employees know about their Present Branch Manager

Variables Categories Frequency  Per cent
Type of bank Public Sector Bank 244 61
Old Private Sector Bank 117 29.3
New Private Sector Bank 39 9.8
Total 400 100
Region Northern 113 28.3
Central 157 39.3
Southern 130 325
Total 400 100
Length of Service (in years)  01-05 247 61.8
06-10 90 22.5
11-15 45 11.3
16-20 14 3.5
21 and above 4 1
Total 400 100
The no of years in which the 01-03 284 71
employees know about their 04-06 100 25
present Branch Manager 07-09 16 4
Total 400 100

Source: Primary data
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Majority of the employees were selected from the public sector banks with 61 per cent of the
total. Followed by 29.3 per cent of employees from the old private sector banks and 9.8 per
cent employees from the new private sector banks. Region-wise classification shows that, 39.3
per cent of the employees were selected from the central region, 32.5 per cent from the southern
region and 28.3 per cent employees from the northern region. With respect to the work
experience classification, majority of the employees (61.8 per cent) have work experience of
01-05 years in banks, 22.5 per cent have experience of 06-10 years, 11.3 per cent have 11-15
years and less than 5 per cent i.e. 3.5 per cent have work experience of 16-20 years and only 1
per cent belongs to 21 and above years of experience in banks. Majority of the employees (71
per cent) knows about their present branch manager for a period of 01-03 years followed by
04-06 years with 25 per cent and only 4 per cent of employees knows about their present branch
manager for a period of 07-09 years.

Table 4.1.6

Frequency Distribution of the Number of Employees taken from each Bank in Kerala

Name of Bank Frequency Percent
SBI 98 24.5
Canara Bank 71 17.8
Union Bank 21 53
Bank of Baroda 19 4.8
Punjab National Bank 19 4.8
Indian Overseas Bank 16 4.0
Federal Bank 49 12.3
South Indian Bank 44 11.0
Catholic Syrian Bank 14 3.5
Dhanalakshmi Bank 10 2.5
HDFC 12 3.0
ICICI 11 2.8
AXxis Bank 8 2
Indusind Bank 3 i
IDBI 3 7
Kotak Mahindra Bank 2 5
Total 400 100.0

Source: Primary data
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Table 4.1.6 shows the number of employees taken from each banks functioning in Kerala. It

indicates that 24.5 per cent of the employees were selected from the SBI followed by Canara

bank with 17.8 per cent; Federal bank with 12.3 per cent; South Indian bank with 11 per cent.

It is very understood that the number of employees taken from each bank were just more than

or equal to the number of branch managers taken from the corresponding banks functioning in

Kerala.

4.3 Assessment of Managerial Skills of Managers in Banks

Managerial skills are the important skills required by the managers especially a branch head in

a bank. Different authors and researchers explain different managerial skills depend on the

organizational structure. This study discussed about three managerial skills required by a

branch manager in a bank. They are; Conceptual Skills, Interpersonal Skills and Technical

Skills which is based on the classical model of management skills propounded by Robert Katz

in 1955. According to Katz (1955), the importance of managerial skills of an executive may

change, when he/she progresses to the top level. He argued that Technical and Human skills

are important at the first or initial level, but when progressing to the top level, the importance

of Technical Skills decreases and the importance of Conceptual Skills increases.

4.3.1 Confirmatory Factor Analysis (CFA)

For verifying the factor structure of identified set of managerial skills, a CFA was attempted. It

examined whether the factors identified fit into the model based on actual data using CFA.

Confirmatory factor analysis helps to specify which variables load onto the dependent variables

and it was conducted to confirm the factors taken from the previous studies. CFA was done

with a sample of 360 respondents using AMOS version 21 software.

There are many indices recommended by different authors to evaluate the measurement model.

Following are the indices recommended by (Hu & Bentler, 1999), used for the current study;
1. Minimum Value of the Discrepancy between the model and the data with Degrees of

Freedom (CMIN/ DF)

Comparative Fit Index (CFI)

The Goodness of Fit Index (GFI)

Adjusted Goodness of Fit Index (AGFT)

Root Mean Squared Error of Approximation (RMSEA)

Standardized Root Mean square Residual (SRMR)

A O
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Table 4.1.7
Threshold Values of Measures in CFA for Managerial Skills of Managers in Bank

Measures Threshold Values Obtained Values

CMIN/DF <3 ldeal. The values were 2.644
acceptable between 3 and 5

CFlI >0.90 0.933

GFI >0.90 0.939

AGFI >0.80 0.914

RMSEA <0.05 Good and 0.05-0.10 0.068
Moderate

SRMR <0.09 0.075

Source: Primary data
The above table 4.1.7 gives the values of the model indices. The value of CMIN/DF reported
to be 2.644 which is within the threshold values. Values between 3 to 5 is also acceptable. The
value of CFI is 0.933 which is greater than the minimum value of 0.90. AGFI is reported to
0.914 which is greater than the minimum value of 0.80. RMSEA is reported to be 0.068, it is
considered to be moderate. The value of GFI is reported as 0.939, the threshold value for GFI
is >0.90. The value of SRMR is reported as 0.075, which is also within the threshold limit of
<0.09. The fit indices currently used for the study are within the minimum values indicates the
best fit for the model and the model can be well accepted.
The model explaining the managerial skills of branch managers in bank in Kerala was finalised
after the CFA. Thus, the bank branch managers’ managerial skills in Kerala are a construct
subject to interpersonal skills, conceptual skills and technical skills.
4.3.2 Reliability and Validity Analysis
The capacity of a measure to give consistent called reliability. Validity refers to the accuracy
of a measure (Fitzner, 2007). Cronbach Alpha and Composite reliability (CR) are used for
testing the internal consistency of the measure. The value ranges between 0.6-0.7 are acceptable
(Sarstedt et al., 2021). The Cronbach Alpha for the variables ranges from 0.750 to 0.864 and
the value of composite reliability ranges from 0.752 to 0.927.
Construct validity of the model implies that whether the proposed model measure accurately
what it is intended to measure. It comprises convergent validity and discriminant validity.
Convergent validity shows how closely the proposed model related with other models
measuring the same construct. Here it is examined based on three conditions;

e “When the composite reliability (CR) is more than or equal to 0.7 for each constructs

used

e All the standardized loading for each item of the constructs is 0.5 or above and
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e The AVE (Average Variance Explained) for each construct is 0.5 or above” (Fornell &
Larcker, 1981; Hair et al., 2009; Hamid et al.,2017).

The convergent validity of the proposed model can be ensured by fulfilling these conditions.

Another validity called discriminant validity; it is the “the extent in which the construct is

actually differing from one another empirically” (Hamid et al.,2017, p.02). Some of the items

in each construct was eliminated due to poor loading compared with other items, in order to

improve the validity of the model.

Discriminant validity of the proposed model is examined based on the following conditions;

e “Convergent validity is established

e No indicator cross-loads on other constructs (i.e. the model is fitted well) and

e The level of indicator variance explained by each construct is greater than the shared

variance between two constructs” (Fornell & Larcker, 1981; Hamid et al.,2017).

4.3.3 Factor Loading
Standardised and unstandardized loading of each item of the constructs are given in the table
4.1.8. The item validity of the model is ensured by the way of factor loading. Items with a
factor loading of more than 0.4 is considered fair, more than 0.5 is considered to be good and

factor loadings with estimate value higher than 0.7 are considered ideal (Tabachnick, 2007).
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Table 4.1.8

Regression Estimates

Statements Code Standardized Unstandardized P value
Estimates Estimates

I am comfortable thinking outside the box CS1 .854 1.000

I transform my thoughts into action-driven solutions CS2 765 816 <0.001
I am able to think in new line CS3 758 671 <0.001
I have an imaginative vision about the future CS4 851 .825 <0.001
I have the capacity to visualize & fulfil the needs of the organization at the right time  CS5 .853 .846 <0.001
I have an open & progressive mind CS6 .854 .854 <0.001
I have the ability to get along with the people IS3 .688 .548

I can effectively handle challenging situations IS4 .700 S18 <0.001
I inspire employees by rewarding them with recognition & praise for their work IS6 739 535 <0.001
I have software proficiency TS3 671 .596

I am acquainted with adequate training & experience to deal with the activities within TS4 779 .691 <0.001

the organization

I have the ability of making analytical reasoning (the ability to look at information) TS6 .647 .546 <0.001
I can easily explain to others about the new technologies used in the bank TS7 729 .605 <0.001
I ensure that employees in the bank are technologically aware TS8 748 588 <0.001

Source: Primary data [Note: CS-Conceptual Skills; IS-Interpersonal Skills; TS-Technical Skills]
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4.3.4 Composite Reliability (CR), Average Variance Explained (AVE), Maximum Shared
Variance (MSV) and Average Shared Variance (ASV)
According to the Fornell & Larcker (1981) conditions, the convergent and discriminant validity
of the proposed model is established.
Table 4.1.9
Convergent and Discriminant Validity of the Model of Managerial Skills of Managers in Banks
CR AVE MSV ASV  Conceptual Technical Interpersonal
Conceptual ~ 0.927 0.678 0.026 0.020 0.824
Technical 0.840 0.513 0.138 0.082 0.162 0.716
Interpersonal 0.752 0.503 0.138 0.076 0.117 0.371 0.709

Source: Primary data

As the value of CR is greater than 0.7 for all the constructs used in the model. The value of CR
for conceptual skill is 0.927; for interpersonal skill 0.752 and for technical skills, it is 0.840.
With regard to the score of AVE, the value for all the constructs used in this model is above 0.5
thereby establishing the convergent validity. The MSV of each construct is less than AVE of
the concerned construct. Thereby it establishes the discriminant validity of the model.

Based on the validation, it is clear that the is a good model. The proposed measurement model
of bank branch managers’ managerial skills in Kerala can be tested and verified. The final

model after testing for reliability and validity is given below;
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Figure 4.1.1
Measurement Model of Managerial Skills Managers in Banks
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Section II

4.4 Assessment of Leadership Skills of Managers in Banks

Leadership skills are the important skills required by the managers especially a branch head in
a bank. To lead a team is not an easy task for any individual. Because people are different in
terms of their ability, character, knowledge and culture. To cooperate all these differences and
move forward along with them is possible only when a person has the ability of leadership.
There are many skills associated with leadership. Different authors suggest different skill
requirement for a person to become a successful leader. Depending on the situation, work
environment, behavior of people, the position they are holding, the skill requirement may also
differ. There are many skills suggested by different authors linked with leadership. The
leadership skills associated with a particular sector is different from another sector. To identify
the skills associated with leadership skills of branch managers in banks an exploratory factor
analysis was conducted.

4.4.1 Exploratory Factor Analysis (EFA)

EFA is considered to be a data-driven approach, that means there is no specification given on
the number of factors to be taken at the initial stage and the nature of relationship between the
common factors and indicators. It is helpful to determine the appropriate number of common
factors and ascertain the measured variable of the various latent dimensions. Another use of
factor analysis is to determine the nature and number of latent variables underlying a set of
items (Hooper, 2012).

This study discussed about seven leadership skills which is found to be suitable for a branch
manager in a bank. They are; communication (Reave, 2005; Smith & Lewis, 2012), conflict
resolution skills (Smith & Lewis, 2012), problem solving skill (Woodard & Geissler, 1999;
Mumford et al.,2000; Smith & Lewis, 2012), decision-making (Kolb, 1999; Schwarber,2005;
Walumbwa et al.,2014; Selart,2010), delegation skills (Leana,1986; Lyons,2016); Ugoani,
2020), cognitive skills (Kirkpatick & Locke, 1991; Mumford et al.,2007; Smith & Lewis, 2012;
Shuck & Herd, 2012; Mumford et al.,2016) and strategic skills (Mumford et al.,2007). EFA
was performed on 42 items explaining different leadership skills of branch managers in banks
using principal component analysis with varimax rotation. In the initial stage, it loaded 13
factors. By observing the factor loading of each item, there are items which is loaded less than
0.4. Later, items which is loaded less than 0.4 are removed and again run EFA. Then items
which is not loaded any of the factor was removed and check the items whether they are loaded

in the correct factor. Finally, it extracted seven factors explaining 60.457 per cent variance.
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Table 4.1.10
KMO and Bartlett's Test

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. 713
Bartlett's Approx. Chi-Square 2863.420
Test of Degree of freedom 351
Sphericity Sig. .000

Source: Primary data

From the above table 4.1.10, it is clear that the value of KMO measure of sampling adequacy
0.713 which is above the threshold limit (0.6 and above) (Kaiser, 1974) which is acceptable
and the Bartlett’s test of sphericity is significant, i.e. less than 0.05 (p<0.001). It indicates that
the data is suitable for conducting factor analysis.

Table 4.1.11

Total Variance Explained

Factors Initial Eigenvalues Rotation Sums of Squared Loadings
Total % of Cumulative %  Total % of Cumulative %
Variance Variance
1 3.446 12.761 12.761 2.800 10.372 10.372
2 2.849 10.551 23.313 2.513 9.306 19.678
3 2.711 10.041 33.354 2.477 9.174 28.852
4 2.293 8.492 41.846 2.345 8.686 37.538
5 1.859 6.885 48.73 2.250 8.332 45.870
6 1.676 6.206 54.936 1.993 7.383 53.254
7 1.491 5.520 60.457 1.945 7.203 60.457

Source: Primary data

It is clear from the table 4.1.11 that seven factors are extracted from the factor analysis to
determine the leadership skills of branch managers in banks. The first factor explains 10.372
per cent variance, the second factor explain 19.678 per cent, third factor explain 28.852 per
cent, the fourth factor explain 37.538 per cent, fifth factor explain 45.870 per cent, sixth factor
explain 53.254 per cent and seventh factor explain 60.457 per cent of variance of the construct
leadership skills of branch managers in banks. The threshold value of cumulative variance is

60 per cent in the area of social sciences (Hair et al, 2006).
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Figure 4.1.2
Scree plot

Scree Plot

Eigenvalue

0 10 20
Component
Source: Primary data
The above figure 4.1.2 is the scree plot present the eigenvalues in descending order linked with
a line. From the figure it can be identified that, the number of factors above and excluding the

point of inflexion are taken for analysis, here it is seven.
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Table 4.1.12

Rotated Component Matrix

Statements with Code

Components

1

2

Before taking decision, | consider the objectives & policies of the organization -LS22

| evaluate the risks associated with each alternative before making a decision -LS23

I consider pros and cons of each and every alternative for taking a decision -LS19

| try to take right decision at the right time -LS21

I communicate the information clearly & quickly -LS1

I make friendly chat with employees -LS4

I consider individual differences while communicating with them -LS5

| ensure two-way communication -LS3

I have the good vocabulary to communicate effectively -LS2

| assign jobs along with responsibilities to the employees -LS37

I encourage the subordinates for self-checking of their accomplished work -L.S39

| pass on instructions, orders etc. to assign jobs & fix responsibilities to the subordinates -L.S36
I have the ability to assess employee’s strength’s & weaknesses -L.S40

I ensure that right job is delegated to right person -LS41

I know how to create unity in the workplace -L.S12

I am able to assess the situation and then behave using a balance of emotion and reason -LS14

I show an impartial attitude towards problems -LS13

.866
827
.806
799

122
718
.688
.685
631

.699
.689
.673
672
.662

776
7164
755
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I bring up the grievances and disagreement into an open discussion -LS16

| engage in active listening -LS29

I am very concise & clear in verbal and written communication -LS10

I am able to analyse the strengths and weaknesses of different approaches to work-LS35
I try to solve complex & abstract problems with speed & accuracy -LS26

| take into consider all the facets of a complex problems -LS27

| take adequate care before planning anything -LS28

| give each alternative an equal importance -LS30

I consider the suggestions of the subordinates -LS31

| seek expert opinion, when a serious issue comes -LS34

.705
.899
.805
.790
.829
811
.740

819
813
124

Source: Primary data [Note: LS-Leadership Skills]
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Rotation component matrix shows the loading on each statement constituting to the different
skills associated with leadership skills of bank branch managers. It is the final rotated
component matrix with seven factors after eliminating the statements which are not loaded in
any of the factors, statements which are wrongly placed in different factors. It is clear from the
table that there is no cross loading of items and all the items have loading above 0.4. Factor 1
is loaded with four statements (0.866, 0.827, 0.806, 0.799) and it is labelled as decision-making
skill. Factor 2 is loaded with five statements (0.722, 0.718, 0.688, 0.685, 0.631) and it is
labelled as communication skill. Factor 3 is loaded with five statements (0.699, 0.689, 0.673,
0.672, 0.662) and it is given a label as delegation skill. Factor 4 is loaded with four statements
(0.776, 0.764, 0.755, 0.705) and it is labelled as conflict resolution skill. Factor 5 is loaded with
three statements (0.899, 0.805, 0.790) and it is labelled as cognitive skill. Factor 6 is loaded
with three statements (0.829, 0.811, 0.740) and it is labelled as strategic skill. Seventh factor is
loaded with three statements (0.819, 0.813, 0.724) and it is labelled as problem solving skills.
The results indicate that seven factors which are best explain the construct leadership skills of
branch managers in bank in Kerala.

After completing the factor analysis, that is satisfying all the conditions required, the researcher
conduct reliability analysis of the final dataset for performing further analysis. Cronbach’s
Alpha (o) is used to test the reliability. The value ranges from 0 to 1. High value means higher
level of reliability. A minimum 0.7 is acceptable as reliable for analysis (Nunnally, 1978). The

results of reliability are given below;
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Table 4.1.13
Reliability Analysis of Leadership Skills of Managers in Banks

Code of Scale Mean if Scale Variance if ~ Corrected Item- Cronbach's Alpha
statements Item Deleted Item Deleted Total Correlation if Item Deleted
LS19 12.16 5.344 .662 .818

LS22 12.26 4.737 .740 .784

LS23 12.21 5.085 .701 .801

LS21 12.22 5.591 .649 .824

Cronbach’s Alpha for Decision Making Skills: 0.849(4)

LS1 15.81 5.210 493 .689
LS2 15.81 5.429 471 .697
LS3 15.93 4,719 511 .681
LS4 15.88 4,722 522 676
LS5 15.82 4,951 485 .691
Cronbach’s Alpha for Communication Skills: 0.733(5)
LS36 15.33 9.079 528 .669
LS37 15.24 8.790 523 .670
LS39 15.30 9.553 442 701
LS40 15.36 8.812 494 .681
LS41 15.19 8.913 465 .694
Cronbach’s Alpha for Delegation Skills: 0.729(5)
LS12 12.21 4.336 572 679
LS13 12.19 4.568 529 .703
LS14 12.31 4.270 .582 673
LS16 12.19 4,581 .502 Jq17
Cronbach’s Alpha for Conflict Resolution Skills: 0.751(4)
LS10 7.90 3.063 .642 JT77
LS29 8.02 2.696 .740 674
LS35 7.85 3.301 .636 184
Cronbach’s Alpha for Cognitive Skills: 0.818(3)
LS26 7.90 3.063 .642 J77
LS27 8.02 2.696 .740 .674
LS28 7.85 3.301 .636 184
Cronbach’s Alpha for Strategic Skills: 0.724(3)
LS30 8.88 1.608 573 .560
LS31 8.69 1.840 541 .604
LS34 8.83 1.851 472 .685

Cronbach’s Alpha for Problem Solving Skills: 0.709(3)

Source: Primary data

131



Section IIT

4.5 Assessment of Inspirational Leadership Pattern of Managers in Banks in Kerala
There are many leadership styles adopted by the executives in the organization. The way of
leading a group of members is different from one another. The style adopted by the people may
also differ. There is no one particular style of leadership suitable to all type of organizations.
Today most of the organizations follow such a leadership pattern which is more influential in
nature. Inspirational leadership is one among the leadership pattern followed by the modern
leaders. There is not much literature available on inspirational leadership. The qualities or
characteristics of an inspirational leaders are identified from the available literature on
inspirational leadership. The details are summarised below

4.5.1 Exploratory Factor Analysis (EFA)

An EFA has been conducted to identify the most important characteristics of inspirational
leadership. It started with 112 statements explaining different characteristics or elements
constituting inspirational leadership. The researcher uses principal component analysis with
varimax rotation to conduct factor analysis. It extracted 9 factors with suitable statements on
each factor. During this process, some statements were deleted due to it is not loaded any of
the factors, deleted some statements which is wrongly loaded and some factors were deleted
due to poor loading. That means, less than 3 statements were loaded on some factors, hence it
deleted. Finally, it extracted 9 factors with 45 statements, with minimum three statements on
each factor. Then the reliability of the factors has been checked using Cronbach’s Alpha ().
The results of EFA are as follows;

Table 4.1.14

KMO and Bartlett's Test

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. .837
Bartlett's Approx. Chi-Square 7616.671
Test of
Sphericity Degree of freedom 990

Sig. .000

Source: Primary data
From the above table 4.1.14, it is clear that the value of KMO measure of sampling adequacy
0.837 which is acceptable and Bartlett’s test of sphericity is also significant at 5 per cent level

of significance (p<0.001), it indicates that the data is suitable for conducting factor analysis.
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Table 4.1.15

Total Variance Explained

Factors Initial Eigenvalues Rotation Sums of Squared Loadings
Total % of Cumulative %  Total % of Cumulative %
Variance Variance
1 6.637 14.749 14.749 5.334 11.854 11.854
2 4.695 10.434 25.183 3.512 7.805 19.659
3 3.259 7.242 32.425 3.283 7.296 26.955
4 2.751 6.113 38.539 3.188 7.084 34.039
5 2.517 5.593 44,131 3.172 7.049 41.088
6 2.387 5.304 49.435 2.686 5.969 47.058
7 2.107 4.682 54.117 2.444 5.432 52.489
8 1.853 4.117 58.234 2.091 4.647 57.137
9 1.517 3.371 61.605 2.011 4.469 61.605

Source: Primary data

Nine different factors are extracted from the factor analysis to determine the inspirational
leadership pattern of branch managers in bank. From the above table 4.1.15, it is clear that the
first factor explains 11.854 per cent variance, the second factor explain 19.659 per cent, third
factor explain 26.955 per cent, the fourth factor explain 34.039 per cent variance, fifth factor
explain 41.088 per cent, sixth factor explain 47.058 per cent, seventh factor explain 52.489 per
cent, eighth factor explain 57.137 per cent and nineth factor explain 61.605 per cent variance

of the construct inspirational leadership pattern of branch managers in banks.
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Figure 4.1.3

Scree plot

Scree Plot
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Source: Primary data
The above figure 4.1.3 is the scree plot present the eigenvalues in descending order linked with
a line. From the graph it can be identified that, the factors above and excluding the point of
inflexion are retained for analysis. Here, the number of factors above the point of inflexion is

nine.
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Table 4.1.16

Rotated Component Matrix

Items Components
1 2

He/she engages with people directly & show he is a part them -1L2 0.820

He/she looks for ways to grow their professional network & maintain 0.791

relations with colleagues & peers -1L3

He/she has a deeper knowledge & keep on asking questions -1L4 0.757

He/she motivate the talent of employees in the organization -1L6 0.729

He/she has the potentiail to see endless possibilities in people as well as in  0.724

the organization -IL1

He/she is ready to work outside the comfort zone -IL5 0.713

He/she is very punctual and maintain it in the organization -IL8 0.676

He/she make the bank a customer friendly -IL7 0.649

He/she is engaged in his work at full time -IL12 0.592

He/she constantly examines the actions & responses to find ways they can  0.583

improve -1L9

He/she ensures the subordinates, that set objectives are achievable -1L.32 0.804

He/she enhances team spirit -1L.35 0.785

He/she knows what motivates an employee to do the work -1L33 0.758

He/she generates a can-do attitude among your team members -1L34 0.747

He/she praises the good work immediately -1L36 0.739
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Participate employees in decision-making -1L37

He/she set achievable goals -1L26

He/she uses examples & or visual aids to effectively clarify or to emphasis
the message -1L29

He/she outlines the tasks & schedules on how to achieve the set goals -1L.28
He/she makes enquiry & analyse the cause, when someone doesn’t meet
the goals -1L25

He/she set the plans flexible enough to adapt the changes in future -IL27
He/she calms others in stressful situations -IL66

He/she welcomes mistakes -1L65

He/she acts with integrity -1L63

He/she treats all the employees with fair and respect -1L64

He/she ensures all the matters coming under him/her are going perfectly -
IL67

He/she spends time and resources in managing customer relationships -
1L22

He/she make the employees that they are also part of the organization by
showing commitment to the org -1L23

He/she allow to celeberate the success and achievement of employees -1L.21
He/she tries to release workplace stress -1L.20

He/she respect and consider the skills, knowledge and abilities of the

employees -1L24

0.675

0.799
0.777

0.773
0.729

0.711

0.787
0.778
0.774
0.771
0.742

0.795

0.777

0.739

0.735
0.733
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He/she allow time to adjust with the work environment -1L18

He/she appreciate the contributions of each member even though it is small
or less important -IL19

He/she had a good expectation on the employees -IL16

He/she boost the confidence level of employees -1L17

He/she take decisions on the basis of real facts and not by any personal bias
or prejudice -1L38

He/she builds good working relationships with people at all levels -1L40
He/she is genuine, self-aware, & transparent -IL51

He/she never show any discrimination on any grounds with employees -
IL39

He/she sets deadlines for achieving the goals -IL75

He/she implements the decision and monitor its effects -1L74

He/she is very composed, devoted, and courageous -IL76

He/she understand the emotions of employees -1L43

He/she uses rewards & recognition to engage people to work in the group -
IL41

He/she assigns tasks based on the people’s skills & interests -1L42

0.820
0.805

0.790
0.784

0.824

0.770
0.740
0.643

0.826
0.806
0.746

0.828
0.802

0.775

Source: Primary data [Note: IL-Inspirational Leadership]
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Rotation component matrix shows the loading on each statement constituting to the different
characteristics associated with inspirational leadership of bank branch managers. It is the final
rotated component matrix with nine factors after eliminating the statements which are not
loaded in any of the factors, statements which are wrongly placed in different factors. It is clear
from the table that there is no cross loading of items and all the items have loading above 0.4.
Factor 1 is loaded with ten statements (0.820, 0.791, 0.757, 0.729, 0.724, 0.713, 0.676, 0.649,
0.592, 0.583) and it is labelled as impression management (Bass,1988; Zenger &
Folkman,2014). Factor 2 is loaded with six statements (0.804, 0.785, 0.758, 0.747, 0.739,
0.675) and it is labelled as intellectual stimulation (Bass,1988; Spreitzer et al., 1999). Factor 3
is loaded with five statements (0.799, 0.777, 0.773, 0.729, 0.711) and it is given a labelled as
vision (Bass,1988; Garg & Krishnan, 2003; Bass & Riggio, 2006); Scherr & Jensen, 2007;
Goleman et al.,2013; Boyatzis et al.,2013; Lovegrove & Vrioni,2010; Khan et al., 2016). Factor
4 is loaded with five statements (0.787, 0.778, 0.774, 0.771, 0.742) and it is labelled as
inspirational agenda (Austin, 2009). Factor 5 is loaded with five statements (0.795, 0.777,
0.739, 0.735, 0.733) and it is labelled as moulding follower expectation (Bass,1988). Factor 6
is loaded with four statements (0.820, 0.805, 0.790, 0.784) and it is labelled as employee
engagement (Zenger & Folkman,2014). Factor 7 is loaded with four statements (0.824, 0.770,
0.740, 0.643) and it is labelled as objectivity (Lovegrove & Vrioni,2010) (Mistry & Hule,
2015). Factor 8 is loaded with three statements (0.826, 0.806, 0.746) and it is labelled as
dedication and commitment (Bonau,2017). The 9" factor is loaded with three statements
(0.828, 0.802, 0.775) and it is labelled as team work (Joshi et al.,2009; Lovegrove &
Vrioni,2010. The results indicate that the nine factors which are best explain the construct
inspirational leadership pattern of branch managers in bank in Kerala.

After completing the factor analysis, that is satisfying all the conditions required, the researcher
conduct reliability analysis of the final dataset in order to do further analysis. Cronbach’s Alpha
(o) is used to test the reliability. The value ranges from 0 to 1. High value means higher level
of reliability. A minimum 0.7 is acceptable as reliable for analysis (Nunnally, 1978). The results
of reliability are given below;

Table 4.1.17

Reliability Analysis of Inspirational Leadership Pattern of Managers in Banks

Codes of Scale Mean if Scale Variance if ~ Corrected Item- Cronbach's Alpha
Statements Item Deleted Item Deleted Total Correlation  if Item Deleted
IL1 37.08 27.453 .659 .883

IL2 37.00 26.694 735 878
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IL3
1L4
IL5
IL6
IL8
IL7
IL9
IL12

IL32
IL33
IL34
IL35
IL36
IL37

IL25
IL26
IL27
IL28
IL29

IL63
IL64
IL65
IL66
IL67

IL20
IL21
IL22
IL23
IL24

IL16
IL17
IL18
IL19

IL38
IL39
IL40
IL51

IL74

37.02
37.08
37.05
36.99
36.97
37.03
36.94
36.91

20.15
20.35
20.40
20.37
20.39
20.49

16.41
16.29
16.42
16.39
16.28

16.46
16.54
16.57
16.63
16.53

17.48
17.58
17.50
17.52
17.55

13.15
13.03
13.05
13.00

10.92
10.62
10.93
11.11

8.04

26.867 .699 .880
26.898 .688 .881
27.544 .653 .884
27.634 677 .882
27.888 .624 .886
27.490 .586 .889
28.756 531 .891
28.542 534 .891
Cronbach’s Alpha for Impression Management- 0.895 (10)
15.291 .689 .825
15.135 .637 .834
15.358 .610 .839
15.130 .654 831
15.220 .654 .831
15.368 .627 .836
Cronbach’s Alpha for Intellectual Stimulation — 0.857 (6)
7.281 .582 .813
6.976 .675 .785
7.518 587 .810
7.326 .654 792
7.495 .662 791
Cronbach’s Alpha for Vision — 0.832 (5)
5.918 .636 814
5.923 .646 811
5.950 .656 .809
5.803 .656 .809
5.934 .645 812
Cronbach’s Alpha for Inspirational Agenda — 0.843 (5)
5.498 .647 .803
5.498 .620 811
5.424 .654 .802
5.559 .668 .798
5.556 .614 .813
Cronbach’s Alpha for Moulding Follower Expectation — 0.838 (5)
3.401 .651 .796
3.500 .649 .796
3.371 .686 .780
3.479 .668 .788
Cronbach’s Alpha for Employee Engagement — 0.834 (4)
7.716 679 672
9.459 493 767
8.135 .608 710
7.891 .559 740
Cronbach’s Alpha for Objectivity — 0.778 (4)
3.159 .619 .667
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IL75 8.21 3.271 579 711
IL76 7.99 3.077 .603 .684
Cronbach’s Alpha for Dedication and Commitment — 0.767 (3)

IL41 8.66 1.417 .584 .640
IL42 8.67 1.436 .504 733
IL43 8.73 1.310 .620 .595

Cronbach’s Alpha for Team Work — 0.742 (3)

Source: Primary data
4.5.2 Confirmatory Factor Analysis (CFA)
A measurement model, deals with relationship between observed variable and latent factor. In
CFA, the researcher can specify the number of factors in advance to be extracted and the pattern
of indicator and factor loading in advance. There are different purposes for using CFA in
research. Researcher may use CFA either for determining the psychometric evaluation,
detection, construct of validation and evaluation of measurement invariance. In this study, CFA
was used to confirm the factor structure and the construct validation purpose. CFA is considered
to be an analytical tool to determine the convergent and discriminant validity of the construct
(Brown & Moore, 2012).
CFA was done with a sample of 400 respondents with 45 statements extracted through EFA
using AMOS version 21 software.
These are the indices used for the evaluation of measurement model

1. Minimum Value of the Discrepancy between the model and the data with Degrees of
Freedom (CMIN/ DF)
Comparative Fit Index (CFI)
Adjusted Goodness of Fit Index (AGFI)
Root Mean Squared Error of Approximation (RMSEA)
Standardized Root Mean square Residual (SRMR)
Tucker Lewis Index (TLI)

A i

140



Table 4.1.18
Threshold Values of Measures in CFA for Inspirational Leadership Pattern of Managers in
Banks

Measures Threshold Values Obtained Values
CMIN/DF <3 Ideal. The values were acceptable between3and 5 1.526
CFlI >0.90 0.939
AGFI >0.80 0.860
RMSEA <0.05 Good and 0.05-0.10 Moderate 0.036
SRMR <0.09 0.049
TLI rho2 >0.90 0.932

Source: Primary data

The above table 4.1.18 reported CMIN/DF as 1.526; the value of CFI is 0.939; AGFI is reported
to 0.860; RMSEA is reported to be 0.036; the value of SRMR is reported as 0.049 and the value
of TLI rho2 is 0.932. All the model fit indices mentioned here are within the threshold values
expressing the best fit for the model for the proposed extraction of variables and the model can
be well accepted. The model explaining the inspirational leadership pattern of managers in
banks in Kerala was finalised after the CFA. Thus, the bank branch managers’ inspirational
leadership pattern in Kerala are a construct subject to the nine skills identified from the
literature review.

4.5.3 Reliability and Validity Analysis of Inspirational Leadership Pattern of Managers
in Banks

The internal consistency of the proposed model was tested using Cronbach Alpha (a) and
Composite reliability (CR). The Cronbach Alpha for the variables used for analysing the
inspirational leadership pattern of branch managers ranges from 0.742 to 0.895 and the value
of composite reliability ranges from 0.748 to 0.879.

The construct validity of the model implies that whether the proposed model measure
accurately what it is intended to measure. It comprises convergent validity and discriminant
validity.

Convergent validity of the model was established on the basis of CR, factor loading and AVE.
Another validity called discriminant validity, it is established on the basis of conditions
propounded by (Fornell and Larcker, 1981); the model should satisfy convergent validity, the
model should be fitted perfectly and the level of indicator variance explained by each construct

is greater than the shared variance between two constructs. Some of the items in each construct
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was eliminated due to poor loading compared with other items, in order to improve the validity

of the model.

These conditions are fulfilled in this model. Therefore, it is concluded that convergent and
discriminant validity of the model is confirmed and thereby the construct validity of the model

1s established. The details are as follows;

4.5.4 Factor Loading

Standardised and unstandardized loading of each item of the constructs are given in the table
4.1.13. It is examined to establish the item validity. Items with a factor loading of more than
0.4 is considered fair, more than 0.5 is considered to be good and factor loadings with estimate
value higher than 0.7 are considered ideal (Tabachnick, 2007).

Table 4.1.19

Regression Estimates

Variables Code Standardized Unstandardized P
Estimates Estimates value

Impression Management IL1 0.714 1

Impression Management IL2 0.761 1.096 <0.001
Impression Management IL3 0.723 1.054 <0.001
Impression Management L4 0.744 1.096 <0.001
Impression Management IL5 0.677 0.941 <0.001
Impression Management IL6 0.715 0.951 <0.001
Impression Management IL8 0.663 0.902 <0.001
Intellectual Stimulation IL32 0.749 1

Intellectual Stimulation IL33 0.698 1.011 <0.001
Intellectual Stimulation 1L34 0.662 0.954 <0.001
Intellectual Stimulation IL35 0.714 1.016 <0.001
Intellectual Stimulation IL36 0.719 1.008 <0.001
Intellectual Stimulation IL37 0.702 0.99 <0.001
Vision IL25 0.643 1

Vision IL26 0.765 1.169 <0.001
Vision IL27 0.653 0.946 <0.001
Vision 1L28 0.727 1.034 <0.001
Vision IL29 0.749 1.007 <0.001
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Inspirational Agenda IL63 0.7 1

Inspirational Agenda 1L64 0.719 1.013 <0.001
Inspirational Agenda IL65 0.73 1.009 <0.001
Inspirational Agenda IL66 0.723 1.05 <0.001
Inspirational Agenda IL67 0.725 1.019 <0.001
Moulding Follower Expectation 1L20 0.728 1

Moulding Follower Expectation IL21 0.688 0.973 <0.001
Moulding Follower Expectation 1L22 0.723 1.013 <0.001
Moulding Follower Expectation 1L23 0.749 0.984 <0.001
Moulding Follower Expectation 1L.24 0.681 0.948 <0.001
Employee Engagement IL16 0.729 1

Employee Engagement IL17 0.738 0.971 <0.001
Employee Engagement IL18 0.774 1.042 <0.001
Employee Engagement IL19 0.744 0.971 <0.001
Objectivity IL38 0.779 1

Objectivity 1L40 0.76 0.968 <0.001
Objectivity IL51 0.639 0.89 <0.001
Dedication & Commitment IL74 0.723 1

Dedication & Commitment IL75 0.655 0.905 <0.001
Dedication & Commitment IL76 0.784 1.125 <0.001
Team Work IL41 0.735 1

Team Work 1L42 0.575 0.83 <0.001
Team Work 1L43 0.797 1.136 <0.001

Source: Primary data

4.5.5 Composite Reliability (CR), Average Variance Explained (AVE), Maximum Shared
Variance (MSV) and Average Shared Variance (ASV)
According to the Fornell & Larcker (1981) conditions, the convergent and discriminant validity

of the proposed model is established.
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Table 4.1.20

Convergent and Discriminant Validity of the Model of Inspirational Leadership of Managers in Banks

CR AVE MSV ASV IMM DC TW EE @) MFE 1A \Y IS
IMM 0.879 0.511 0.147 0.041 0.715
DC 0.765 0.522 0.180 0.029 0.054 0.723
TW 0.748 0.502 0.032 0.017 0.146 0.124 0.709
EE 0.834 0.557 0.077 0.024 0.277 0.060 0.179 0.746
O 0.771 0.531 0.147 0.027 0.384 -0.078  0.076 0.174 0.729
MFE 0.839 0.510 0.180 0.054 0.098 0.424 0.174 0.150 0.066 0.714
IA 0.843 0.518 0.055 0.016 0.234 -0.042  0.011 0.098 0.116 0.135 0.719
\% 0.834 0.503 0.116 0.031 0.106 0.137 0.167 0.108 0.041 0.341 0.108 0.709
IS 0.857 0.501 0.050 0.016 0.004 0.014 0.037 0.068 -0.081  0.219 0.138 0.223 0.708

Source: Primary data [CR- Composite reliability, AVE- Average Variance Explained, MSV- Maximum Shared Variance, ASV- Average Shared

Variance, O- Objectivity, IMM- Impression Management, IS- Intellectual Stimulation, V- Vision, IA- Inspirational Agenda, MFE- Moulding

Follower Expectation, DC-Dedication and Commitment, EE- Employee Engagement, TW- Team Work]

The value of CR is above 0.7. With regard to the score of AVE, the value for all the constructs used in this model is above 0.5 thereby establishing

the convergent validity. The MSV of each construct is less than AVE of the concerned construct. Thereby it establishes the discriminant validity

of the model.

Based on the validation, it is inferred that the model is a good. The proposed measurement model of branch managers inspirational leadership

pattern in bank in Kerala can be tested and verified. The final model after testing for reliability and validity is given below;
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Figure 4.1.4
Measurement Model of Inspirational Leadership of Managers in Banks
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Section IV

4.6 Normality of the Distribution of the Data

Table 4.1.21

Normality Test of Managerial Skills of Managers in Banks

Type of Managerial

Skills Mean + SD KS Test
Conceptual Skills 20.253+3.098 0.000
Interpersonal Skills 9.333+1.307 0.000
Technical Skills 14.725+2.358 0.000

Source: Primary data

Ho: Each managerial skills follow normal distribution

Hi: Each managerial skills do not follow normal distribution

Kolmogorov Smirnov test was used to test whether the variables (conceptual, interpersonal and
technical skills) can be assumed to follow normal distribution. The above table 4.1.21 shows
that, the p value for each variable (Conceptual, Interpersonal, Technical) is <0.001. Hence, the
null hypothesis is rejected. That means, the distribution does not follow normal distribution.
Table 4.1.22

Normality Test of Leadership Skills of Managers in Banks

Type of Leadership Skills Mean + SD KS Test
Cognitive Skill 9.874+2.084 0.000
Communication Skill 13.646+1.871 0.002
Conflict Resolution Skill 12.223+2.027 0.006
Decision Making Skill 13.421+2.451 0.000
Delegation Skill 12.973+2.468 0.019
Problem Solving Skill 10.369+1.466 0.000
Strategic Skill 0.754+1.778 0.000

Source: Primary data

Ho: Each leadership skills follow normal distribution

Hi: Each leadership skills do not follow normal distribution

Kolmogorov Smirnov test was used to test whether the variables can be assumed to follow
normal distribution. The above table shows that, the p value for each variable (decision making

skills, communication skills, delegation skills, conflict resolution skills, cognitive skills,
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strategic skills and problem-solving skills) is <0.001. Hence, the null hypothesis is rejected.
That means, the distribution does not follow normal distribution.

Table 4.1.23

Normality Test and Homogeneity of Variance Test of Emotional Social Intelligence of

Managers in Banks

Shapiro-Wilk Normality Box’s M-test for Homogeneity of Covariance Matrices
Test Statistic P Value Test Statistic ~ Degrees of Freedom P Value

0.9892 0.009447 * * 111.3 20 1.141e-14 * *
Source: Primary data **Significant at 5 per cent level of significance

Multivariate Analysis of Variance (MANOVA) is an extension of ANOVA that allows for the
analysis of multiple dependent variables simultaneously. In this study, the researcher aims to
understand the behavior of Self-Awareness, Self-Management, Social Awareness, and
Relationship Management simultaneously in relation to various influencing factors.
Assumptions of MANOVA
1. Multivariate Normality: The dependent variables should be normally distributed within
each group.
2. Homogeneity of Variances and Covariances: The variance-covariance matrices of the
dependent variables should be equal across groups.
3. Independence of Observations: The observations should be independent of each other.
To test for multivariate normality, Shapiro-Wilk normality test was used. For homogeneity

of variances and covariances, applied Box’s M-test.

The Shapiro-Wilk test results indicate that the dependent variables do not follow a normal
distribution within each group, as the p-value is less than the significance level of 0.05. This
violates the assumption of multivariate normality. Box’s M-test results show a test statistic of
111.3 with 20 degrees of freedom and an extremely low p-value, indicating that the variance-
covariance matrices are not equal across groups. This violates the assumption of homogeneity
of covariance matrices. Given these violations, the reliability of the MANOVA results is
compromised. To address these issues, the researcher used a permutation test as an alternative,

which does not rely on these assumptions and can provide more robust results.
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Table 4.1.24
Normality Test of Inspirational Leadership Pattern of Managers in Banks

Inspirational Leadership Pattern Mean + SD KS Test
Dedication and Commitment 2.916+0.609 0.000
Employee Engagement 3.248+0.449 0.000
Impression Management 2.921+0.446 0.000
Inspirational Agenda 2.975+0.429 0.000
Intellectual Stimulation 2.882+0.545 0.000
Moulding Follower Expectation 3.128+0.410 0.000
Objectivity 2.576+0.743 0.000
Team Work 3.049+0.391 0.000
Vision 2.896+0.469 0.000

Source: Primary data

Ho: Each element of inspirational leadership pattern follows normal distribution

Hi: Each element of inspirational leadership pattern follows do not follow normal distribution
Kolmogorov Smirnov test was used to test whether the variables can be assumed to follow
normal distribution. The above table 4.1.24 shows that, the p value for each variable
(Dedication and commitment, employee engagement, impression management, inspirational
agenda, intellectual stimulation, moulding follower expectation, objectivity, team work and
vision) is <0.001. Hence, the null hypothesis is rejected. That means, the distribution does not

follow normal distribution.
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CHAPTER IV

DATA ANALYSIS AND
INTERPRETATION PART 11
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4.1 Introduction

The study is concerned with the effectiveness of emotional social intelligence in inspirational
leadership in banks in Kerala. The results are organized into five sections;

Section one gives the details of assessment of managerial skills of managers in banks; section
two deals with the assessment of leadership skills of managers in banks; section three deals
with the assessment of emotional social intelligence of managers in banks; section four deals
with the assessment of inspirational leadership pattern of branch managers in banks from the
perspective of employees working in banks and the last section five deals with the evaluation
of effectiveness of emotional social intelligence in inspirational leadership pattern of managers
in banks.

Section 1

4.2 Assessment of Managerial Skills of Managers in Banks

The managerial skills of managers in banks were studied under three skills; Conceptual,
Interpersonal and Technical skills (Katz, 1955).

4.2.1 Levels of Managerial Skills of Managers in Banks

In order to know the levels of managerial skills, it was divided into three categories based on
the Mean + SD criteria. The value which is above Mean + SD are categorised as high; values
below Mean + SD categorised as low and the values between these two are categorised as
moderate.

Table 4.2.1

Levels of Managerial Skills of Managers in Banks

Types of Managerial Skills Low Moderate High
Conceptual Skills 46 (12.8) 244 (67.8) 70 (19.4)
Interpersonal Skills 64 (17.8) 296 (82.2) -
Technical Skills 61 (16.9) 218 (60.6) 81 (22.5)

Source: Primary data [Note: Percentage shown in the brackets]

It is evident from the table 4.2.1 that majority of the managers in banks have moderate level of
managerial skills. With respect to the conceptual skills, 67.8 per cent, interpersonal skills 82.2
per cent and with respect to technical skills 60.6 per cent of the managers are at the moderate

level.
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Figure 4.2.1
Levels of Managerial Skills of Managers in Banks
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Source: Primary data
4.2.2 Socio-Demographic Factors and Managerial Skills of Managers in Banks
The socio-demographic factors of the managers in banks are considered to know whether there
exists any significant difference among branch managers with regard to different managerial
skills. The socio-demographic factors considered are:

1) Gender

2) Age group

3) Educational qualification

4) Marital status

5) Type of family

6) Length of service

7) Region

8) Type of bank
4.2.2.1 Gender-wise Analysis of Managerial Skills of Managers in Banks
Male and female branch managers may have different levels of managerial skills. Descriptive
analysis has been done to know the mean score of males and females with regard to different
managerial skills of branch managers in banks. Then, Kruskal Wallis H test is performed to
analyse the significant difference between the mean of male and female branch managers in
banks.
General Hypotheses
Ho: There is no significant difference between gender and each managerial skills of managers
in banks
Hi: There is significant difference between gender and each managerial skills of managers in

banks
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Table 4.2.2
Gender-wise Analysis of Managerial Skills of Managers in Banks

Types of Managerial Skills Mean + SD Gender  Mean + SD KW test

Conceptual Skills 20.253+£3.098  Female  20.25+3.16 0.860
Male 20.25+3.07

Interpersonal Skills 9.333+1.307 Female  9.30+1.33 0.774
Male 9.35£1.30

Technical Skills 14.725+2.358  Female  14.86+2.21 0.626
Male 14.64+2.44

Source: Primary data

Figure 4.2.2
Gender-wise Analysis of Managerial Skills of Managers in Banks
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Source: Primary data

From the table 4.2.2, it is clear that there is no significant difference between gender and each
managerial skills of branch managers in banks, as the p value is greater than 0.05. With respect
to conceptual skills, the mean+SD for the female manager is 20.25+3.16 and for the male
manager is 20.25+3.07. In the case of interpersonal skills, the mean+SD for the female manager
15 9.30+1.33 and for the male manager is 9.35+1.30. The mean£SD of technical skills of female
is 14.86+2.21 and for the male is 14.64+2.44.

4.2.2.2 Age Group wise Analysis of Managerial Skills of Managers in Banks

Managerial skills of managers in banks may vary according to the age of the respondents.
Descriptive analysis has been done to know the mean score of age of the branch managers with
regard to different managerial skills of branch managers in banks. Then, Kruskal Wallis H test
is applied to analyse the significant difference between the age group and managerial skills of

branch managers in banks.

152



General Hypotheses
Ho: There is no significant difference between age group and each managerial skills of
managers in banks

Hi: There is significant difference between age group and each managerial skills of managers

in banks

Table 4.2.3

Age Group wise Analysis of Managerial Skills of Managers in Banks

Types of Managerial Skills ~ Mean + SD Age group Mean £ SD KW test
(in years)
Conceptual Skills 20.253£3.098 Below 35 19.90+£3.08 0.256
36-40 20.30£2.92
41-45 20.99+3.29
46-50 20.67+3.14
51 and above  20.35+3.21
Interpersonal Skills 9.333+1.307 Below 35 9.37+£1.23 0.928
36-40 9.24+1.59
41-45 9.43+1.19
46-50 9.38+0.91
51 and above  9.26+1.32
Technical Skills 14.725+2.358 Below 35 14.83+2.26  0.738
36-40 14.83+2.54
41-45 14.35+2.46
46-50 14.84+2.36
51 and above  14.52+2.29

Source: Primary data
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Figure 4.2.3
Age Group wise Analysis of Managerial Skills of Managers in Banks
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Source: Primary data [Note: Bars are arranged in the order of conceptual, interpersonal and
technical skills]

From the table 4.2.3, it is understood that there is no significant difference between age group
and each managerial skills of branch managers in banks, since the p value is greater than 0.05.
In the case of conceptual skills, the mean+SD is higher in the age group of 41-45 (20.99+3.29)
and lower in the age group of below 35 (19.90£3.08). In the case of interpersonal skills, branch
managers in the 41-45 have the highest mean score 9.43+£1.19 and lower in the age group of
36-40 with 9.24+1.59. Branch managers in banks in the age group 46-50 have a mean score of
14.84+2.36 which is higher than other age group with respect to technical skills

4.2.2.3 Education-wise Analysis of Managerial Skills of Managers in Banks

Education of the respondents may influence the managerial skills possessed by them.
Descriptive analysis has been done to know the mean score of education of the branch
managers with regard to each managerial skills of branch managers in banks. Then, Kruskal
Wallis H test is applied to analyse the significant difference between education qualification
and each managerial skills of branch managers in banks.

General Hypotheses

Ho: There is no significant difference between education and each managerial skills of
managers in banks

Hi: There is significant difference between education and each managerial skills of managers

in banks
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Table 4.2.4
Education wise Analysis of Managerial Skills of Managers in Banks

Type of Managerial Mean = SD Educational Mean £SD KW test

Skills Qualification

Conceptual Skills 20.253+£3.098 Degree 20.58+3.08 0.068
PG 19.95+3.09

Interpersonal Skills 9.333+1.307 Degree 9.38+1.24 0.890
PG 9.29+1.37

Technical Skills 14.725+2.358 Degree 14.66+2.39 0.566
PG 14.79+2.33

Source: Primary data

Figure 4.2.4
Education wise Analysis of Managerial Skills of Managers in Banks
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Education wise analysis of managerial skills of managers in banks shows that, there is no
significant difference between education qualification and different types of managerial skills
of branch managers in banks, since the p value is greater than 0.05. The mean score for the
managers having degree as the educational qualification have higher mean score as compared
to PG qualification in the case of conceptual (20.58+3.08) and interpersonal skills (9.38+1.24)
respectively. In the case of technical skills, the mean score is high for the managers having PG
qualification (14.79+2.33). To conclude, even though there are differences in the mean score,
the results shows that there is no significant difference exist between education qualification

and different types of managerial skills of managers in banks.
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4.2.2.4 Marital Status wise Analysis of Managerial Skills of Mangers in Banks
Managerial skills of managers in banks may vary according to the marital status of the
respondents. Descriptive analysis has been done to know the mean score of marital status of
the branch managers with regard to each managerial skills of branch managers in banks. Then,
Kruskal Wallis H test is applied to analyse the significant difference between marital status and
managerial skills of branch managers in banks.

General Hypotheses

Ho: There is no significant difference between marital status and each managerial skills of
managers in banks

Hi: There is significant difference between marital status and each managerial skills of
managers in banks

Table 4.2.5

Marital Status wise Analysis of Managerial Skills of Mangers in Banks

Types of Managerial Skills Mean £ SD Marital Status Mean £SD KW test

Conceptual Skills 20.253+3.098 Married 20.40£3.12 0.344
Unmarried 19.93+2.84
Widow/Widower 19.55+3.43

Interpersonal Skills 9.333£1.307 Married 9.27+1.36 0.333
Unmarried 9.57+1.13
Widow/Widower 9.40+1.13

Technical Skills 14.72542.358 Married 14.69+2.41  0.357
Unmarried 14.98+2.29

Widow/Widower 14.38+1.89

Source: Primary data

Figure 4.2.5
Marital Status wise Analysis of Managerial Skills of Mangers in Banks
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It is clear from the table 4.2.5 that, there is no significant difference between marital status and
each managerial skills, since the p value is greater than 0.05. The interpersonal and technical
skills of unmarried branch managers are high, since their mean score is high (9.57£1.13 and
14.98+2.29) respectively. The mean score for the conceptual skills of branch managers in the
married category (20.4043.12) is high as compared to other categories.

4.2.2.5 Type of Family wise Analysis of Managerial Skills of Managers in Banks
Managerial skills of branch managers in banks may vary based on their type of family.
Descriptive analysis has been done to know the mean score of type of family of the branch
managers with regard to different managerial skills of branch managers in banks. Then, Kruskal
Wallis H test is applied to analyse the significant difference between type of family and
managerial skills of branch managers in banks.

General Hypotheses

Ho: There is no significant difference between type of family and each managerial skills of
managers in banks

Hi: There is significant difference between type of family and each managerial skills of
managers in banks

Table 4.2.6

DBype of Family wise Analysis of Managerial Skills of Managers in Banks

Types of Managerial Skills ~ Mean = SD Type of family Mean+SD KW test

Conceptual Skills 20.253£3.098  Nuclear 20.08+3.06 0.222
Extended 20.79£3.16
Joint 20.29+3.16
Blended 18.48+1.45
Interpersonal Skills 9.333+1.307 Nuclear 9.44+1.20 0.569
Extended 9.11+1.50
Joint 9.26+1.39
Blended 9.05+1.56
Technical Skills 14.725+2.358  Nuclear 14.81+2.25 0.851
Extended 14.50£2.56
Joint 14.7142.54
Blended 14.50+0.90

Source: Primary data

157



Figure 4.2.6
DBype of Family wise Analysis of Managerial Skills of Managers in Banks
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It is evident from the table 4.2.6 that, there is no significant difference between type of family
of managers in banks and their managerial skills, since the p value is greater than 0.05. The
mean score of branch managers coming from the nuclear family is higher in the case of
interpersonal and technical skills (9.44+1.20 and 14.8142.25) respectively. So, it can be
concluded that their interpersonal and technical skills are high as compared to managers
coming from other families. In the case of conceptual skills, the highest mean score is
20.794£3.16 which belongs to the branch managers in the extended family. So, it can be
concluded that, their conceptual skills are high as compared to managers coming from other
type of families.

4.2.2.6 Length of Service wise Analysis of Managerial Skills of Managers in Banks
Managerial skills of branch managers in banks may vary according to their length of service.
Descriptive analysis has been done to know the mean score of length of service of the branch
managers with regard to different managerial skills of branch managers in banks. Then, Kruskal
Wallis H test is applied to analyse the significant difference between length of service and
managerial skills of branch managers in banks.

General Hypotheses

Ho: There is no significant difference between length of service and each managerial skills of
managers in banks

Hi: There is significant difference between length of service and each managerial skills of

managers in banks
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Table 4.2.7

Length of Service wise Analysis of Managerial Skills of Managers in Banks

Types of Managerial Skills ~ Mean = SD Length of Service Mean £SD KW test
(in years)
Conceptual Skills 20.253+3.098  01-05 20.09+3.27 0.802
06-10 20.33+2.72
11-15 20.64+3.25
16-20 20.25+3.06
21 and above 19.99+3.44
Interpersonal Skills 9.333+1.307 01-05 9.46+£1.29 0.214
06-10 9.31+1.22
11-15 9.05+1.46
16-20 9.30+1.37
21 and above 9.00£1.46
Technical Skills 14.725+2.358 01-05 14.92+2.29 0.515
06-10 14.56+2.65
11-15 14.63+2.07
16-20 14.27+2.37
21 and above 14.33+1.69

Source: Primary data

Figure 4.2.7
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It is clear from the table 4.2.7 that, there is no significant difference between length of service

(in years) and different types of managerial skills of managers in banks, since the p value is
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greater than 0.05. The interpersonal and technical skills of branch managers having 01-05 years
of service is high, since their mean score is high (9.46+1.29 and 14.92+2.29) respectively.
Conceptual skills of branch managers having 11-15 years of service is high (20.64+3.25) as
compared to other categories.

4.2.2.7 Region wise Analysis of Managerial Skills of Managers in Banks

Managerial skills of branch managers in banks may vary according to the region where the
branch managers are working. Descriptive analysis has been done to know the mean score of
regions of the branch managers with regard to different managerial skills of branch managers
in banks. Then, Kruskal Wallis H test is applied to analyse the significant difference between
region where the branch managers are working and managerial skills of branch managers in
banks.

General Hypotheses

Ho: There is no significant difference between region and each managerial skills of managers
in banks

Hi: There is significant difference between region and each managerial skills of managers in
banks

Table 4.2.8

Region wise Analysis of Managerial Skills of Managers in Banks

Types of Managerial Skills Mean + SD Region Mean+SD KW test
Conceptual Skills 20.253+£3.098 Central 20.27+3.12  0.759
Northern  20.11+3.18
Southern  20.36+3.02
Interpersonal Skills 9.333+1.307 Central 9.33+1.27 0.600
Northern  9.39+1.38
Southern  9.29+1.29
Technical Skills 14.725+2.358  Central 14.45+2.62  0.147
Northern  14.65+2.10
Southern  15.12+2.19

Source: Primary data
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Figure 4.2.8
Region wise Analysis of Managerial Skills of Managers in Banks
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It is evident from the table 4.2.8 that there is no significant difference between the region where
the branch managers are working and their managerial skills, since the p value is greater than
0.05. The mean score for the conceptual and technical skills of branch managers in the southern
region is high as compared to another region. Their mean score is (20.36+3.02 and 15.12+2.19)
respectively. The interpersonal skills of branch managers in the northern region are high
(9.39£1.38) as compared to other regions.

4.2.2.8 Type of Bank wise Analysis of Managerial Skills of Managers in Banks
Managerial skills of branch managers in banks may vary according to the type of bank where
the branch managers are working. Descriptive analysis has been done to know the mean score
of type of bank of the branch managers with regard to different managerial skills of branch
managers in banks. Then, Kruskal Wallis H test is applied to analyse the significant difference
between type of bank where the branch managers are working and managerial skills of branch
managers in banks.

General Hypotheses

Ho: There is no significant difference between type of bank and each managerial skills of
managers in banks

Hi: There is significant difference between type of bank and each managerial skills of managers

in banks
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Table 4.2.9
Type of Bank wise Analysis of Managerial Skills of Managers in Banks

Types of Mean £ SD Type of bank Mean £ SD KW test

Managerial Skills

Conceptual Skills  20.253+3.098 Public sector 20.252+3.160 0.685
Old private sector 20.126+3.087
New private sector 20.587+2.815

Interpersonal Skills 9.333+1.307 Public sector 9.246+1.364 0.376
Old private sector 9.457+1.209
New private sector 9.506+1.210

Technical Skills 14.725+2.358 Public sector 14.751+2.467 0.218
Old private sector 14.878+2.120

New private sector 14.174+2.290

Source: Primary data

Figure 4.2.9
Type of Bank wise Analysis of Managerial Skills of Managers in Banks
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It is clear from the table 4.2.9 that there is no significant difference between type of banks and
the managerial skills of branch managers in banks, since the p value is greater than 0.05. Based
on the mean score, it is inferred that conceptual skills of the branch managers in the new private
sector banks (20.587+2.815) are high as compared to managers working in other types of
banks. In the case of interpersonal skills, the mean score is high for the managers working in

the new private sector banks. Its mean and SD is 9.506+1.210. The technical skills of the branch
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managers working in the old private sector banks (14.878+2.120) are high as compared to
managers working in other type of banks. Therefore, it can be concluded that, conceptual and
interpersonal skills of managers in the new private sector banks are high. All these skills are
low for the branch managers working in the public sector banks as compared to managers

working in other types of banks in Kerala.
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Section II

4.3 Assessment of Leadership Skills of Managers in Banks

The leadership skills of managers in banks were studied under seven skills; communication
(Reave, 2005; Smith & Lewis, 2012), conflict resolution skills (Smith & Lewis, 2012), problem
solving skill (Woodard & Geissler, 1999; Mumford et al.,2000; Smith & Lewis, 2012),
decision-making (Kolb, 1999; Schwarber,2005; Walumbwa et al.,2014; Selart,2010),
delegation skills (Leana,1986; Lyons,2016); Ugoani, 2020), cognitive skills (Kirkpatick &
Locke, 1991; Mumford et al.,2007; Smith & Lewis, 2012; Shuck & Herd, 2012; Mumford et
al.,2016) and strategic skills (Mumford et al.,2007).

4.3.1 Levels of Leadership Skills of Managers in Banks

In order to know the levels of leadership skills, it was divided into three categories based on
the Mean = SD criteria. The value which is above Mean + SD are categorised as high; values

below Mean + SD categorised as low and the values between these two are categorised as

moderate.

Table 4.2.10

Levels of Leadership Skills of Managers in Banks
Leadership Skills Low Moderate High
Cognitive Skills 66 (18.3) 225 (62.5) 69 (19.2)
Communication Skills 71 (19.7) 218 (60.6) 71 (19.7)
Conflict Resolution Skills 52 (14.4) 246 (68.3) 62 (17.2)
Decision-Making Skills 52 (14.4) 234 (65) 74 (20.6)
Delegation Skills 48 (13.3) 253 (70.3) 59 (16.4)
Problem Solving Skills 60 (16.7) 300 (83.3) -
Strategic Skills 76 (21.1) 189 (52.5) 95 (26.4)

Source: Primary data [Note: Percentage shown in the brackets]
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Figure 4.2.10
Levels of Leadership Skills of Managers in Banks
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It is understood from the table 4.2.10 that, more than 50 per cent of the managers belongs to
moderate level. It indicates that managers have moderate level of leadership skills with respect
to cognitive (62.5 per cent), communication (60.6 per cent), conflict resolution (68.3 per cent),
decision-making (65 per cent), delegation (70.3 per cent), problem solving (83.3 per cent) and
for the strategic skills (52.5 per cent).
4.3.2 Socio-Demographic Factors and Leadership Skills of Managers in Banks
The socio-demographic factors of the managers in banks are considered to know whether there
exists any significant difference among branch managers with regard to different leadership
skills. The socio-demographic factors considered are:

1) Gender

2) Age group

3) Educational qualification

4) Marital status

5) Type of family

6) Length of service

7) Region

8) Type of bank
4.3.2.1 Gender wise Analysis of Leadership Skills of Managers in Banks
Male and Female branch managers may have different leadership skills. Descriptive analysis
has been done to know the mean score of males and females with regard to different leadership
skills of branch managers in banks. Then, Kruskal Wallis H test is applied to analyse the

significant difference between the mean of male and female branch managers in banks.
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General Hypotheses

Ho: There is no significant difference between gender and each leadership skills of managers

in banks

Hi: There is significant difference between gender and each leadership skills of managers in

banks
Table 4.2.11

Gender wise Analysis of Leadership Skills of Managers in Banks

Leadership Skills Mean £ SD Gender Mean+£SD KW test

Cognitive Skills 9.873+2.084 Female 10.03£2.20  0.150
Male 9.77+2.01

Communication Skills 13.646+1.872 Female 13.58+1.83  0.495
Male 13.69+1.90

Conflict Resolution Skills 12.223+2.027 Female 12.23+£1.98  0.959
Male 12.22+2.06

Decision Making Skills 13.421+2.451 Female 13.47+2.41  0.994
Male 13.39+2.48

Delegation Skills 12.973+2.468 Female 12.89+2.33  0.407
Male 13.03+2.55

Problem Solving Skills 10.369+1.466 Female 10.63+1.28  0.009
Male 10.20+1.55

Strategic Skills 9.754+1.776 Female 9.62+1.78 0.176
Male 9.84+1.77

Source: Primary data
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Figure 4.2.11
Gender wise Analysis of Leadership Skills of Managers in Banks
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It is evident from the table 4.2.11 that, there is no significant difference between different
leadership skills and gender of the managers in banks except problem solving skills (p<0.05),
since its p value is greater than 0.05. Hence, the null hypothesis with respect to problem solving
skills i.e. there is no significant difference between gender and problem-solving skills of
managers in banks is rejected. Based on the mean score of the gender with respect to different
leadership skills, it can be concluded that; cognitive, conflict resolution skills, decision-making
skills and problem-solving skills of female branch managers are high as compared to male
managers in banks. Its mean score is 10.03+£2.20, 12.23+1.98, 13.474+2.41 and 10.63+1.28
respectively. Communication, delegation and strategic skills of male branch managers in banks
are high as compared to female managers in banks, since its mean score is high. Its mean score
is 13.69£1.90, 13.034£2.55 and 9.84+1.77 respectively.

4.3.2.2 Age wise Analysis of Leadership Skills of Managers in Banks

Leadership skills of managers in banks may vary according to the age of the respondents.
Descriptive analysis has been done to know the mean score of age of the branch managers with
regard to different leadership skills of branch managers in banks. Then, Kruskal Wallis H test
is applied to analyse the significant difference between the age group and leadership skills of
branch managers in banks.

General Hypotheses

Ho: There is no significant difference between age group and each leadership skills of managers
in banks

Hi: There is significant difference between age group and each leadership skills of managers

in banks
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Table 4.2.12

Age wise Analysis of Leadership Skills of Managers in Banks

Leadership Skills Mean + SD Age Mean + SD KW test
Cogpnitive Skills 9.873+2.084 36-40 9.84+2.19 0.818
41-45 9.95+2.17
46-50 9.46+2.15
51 and above 9.92+2.04
Below 35 9.92+2.02
Communication Skills 13.646+1.872 36-40 13.89+1.97 0.133
41-45 13.13+1.93
46-50 13.32+1.65
51 and above 13.86+1.92
Below 35 13.64+1.80
Conflict Resolution Skills 12.223+2.027 36-40 12.57+2.01 0.444
41-45 11.91+2.13
46-50 12.29+1.94
51 and above 12.14+1.95
Below 35 12.14+2.05
Decision Making Skills 13.421+2.451 36-40 13.21+2.15 0.193
41-45 13.95+2.34
46-50 13.76+2.23
51 and above 13.06+2.77
Below 35 13.46+2.54
Delegation Skills 12.973+2.468 36-40 13.15+2.45 0.194
41-45 12.86+2.66
46-50 14.00+2.14
51 and above 12.64+2.24
Below 35 12.86+2.53
Problem Solving Skills 10.369+1.466 36-40 10.54+1.27 0.876
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Leadership Skills Mean £ SD Age Mean £ SD KW test
41-45 10.31+1.63
46-50 10.42+1.21
51 and above 10.19+1.62
Below 35 10.35+1.50
Strategic Skills 9.754+1.776 36-40 9.76+1.64 0.609
41-45 10.02+1.71
46-50 9.91+2.20
51 and above 9.56+1.68
Below 35 9.72+1.83
Source: Primary data
Figure 4.2.12
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It is clear from the table 4.2.12 that there is no significant difference between age group and
each leadership skills of the managers in banks, since the p value is greater than 0.05. Based
on the mean score, it can be inferred that cognitive, decision-making and strategic skills of
branch managers belongs to the age group 41-45 are high as compared to other age group. Its
mean and SD are; 9.954+2.17, 13.95+£2.34 and 10.02+1.71respectively. In the case of

communication, conflict resolution skills and problem-solving skills, the mean is high for the
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managers belongs to the age group 36-40, its mean and SD are 13.89+1.97, 12.57+£2.01 and
10.54+1.27 respectively. The delegation skill is high for the managers belongs to the age group
of 46-50. Its mean and SD is 14.00+2.14. To conclude, leadership skills are high for the branch
managers with age of 36 and above.

4.3.2.3 Education wise Analysis of Leadership Skills of Managers in Banks

Leadership skills of managers in banks may vary according to the educational qualification of
the respondents. Descriptive analysis has been done to know the mean score of educational
qualification of the branch managers with regard to different leadership skills of branch
managers in banks. Then, Kruskal Wallis H test is applied to analyse the significant difference
between the educational qualification and leadership skills of branch managers in banks.
General Hypotheses

Ho: There is no significant difference between education and each leadership skills of managers
in banks

Hi: There is significant difference between education and each leadership skills of managers
in banks

Table 4.2.13

Education wise Analysis of Leadership Skills of Managers in Banks

Leadership Skills Mean £ SD Educational Mean£SD KW test
Quialification
Cognitive Skills 9.873+2.084  Degree 9.68+2.19 0.153
PG 10.05+1.97
Communication Skills 13.646+1.872 Degree 13.63+1.90 0.812
PG 13.66+1.85
Conflict Resolution Skills  12.223+2.027 Degree 12.10+2.04  0.259
PG 12.34+2.02
Decision Making Skills 13.421+2.451 Degree 13.45£2.47  0.901
PG 13.39+2.44
Delegation Skills 12.973+2.468 Degree 12.73+2.66  0.156
PG 13.20+2.25
Problem Solving Skills 10.369+1.466 Degree 10.42+1.52  0.213
PG 10.32+1.42
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Leadership Skills Mean £ SD Educational Mean£SD KW test

Quialification
Strategic Skills 9.754+1.776  Degree 9.77£1.78 0.742
PG 9.74+1.77

Source: Primary data

Figure 4.2.13
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It is evident from the table 4.2.13 that there is no significant difference between educational
qualification and leadership skills of branch managers in banks, since the p value is greater
than 0.05. Based on the descriptive statistics (mean and SD), it is found that cognitive,
communication, conflict resolution and delegation skills of branch managers having PG
qualification is high as compared to managers having these skills with degree qualification. Its
mean and SD are 10.05+1.97, 13.66+1.85, 12.34+2.02 and 13.20+2.25 respectively. Problem
solving and strategic skills of degree holding branch managers (10.42+1.52 and 9.77+1.78) are
high as compared to managers with PG qualification.

4.3.2.4 Marital Status wise Analysis of Leadership Skills of Managers in Banks

There may be change in the leadership skills of branch managers in banks based on their marital
status. Descriptive analysis has been done to know the mean score of marital status of the
branch managers with regard to different leadership skills of branch managers in banks. Then,
Kruskal Wallis H test is applied to analyse the significant difference between the marital status

and leadership skills of branch managers in banks.
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General Hypotheses

Ho: There is no significant difference between marital status and each leadership skills of

managers in banks

Hi: There is significant difference between marital status and each leadership skills of

managers in banks

Table 4.2.14

Marital Status wise Analysis of Leadership Skills of Managers in Banks

Leadership Skills Mean + SD Marital Status Mean + SD KW test

Cognitive Skills 9.873+2.084 Married 9.81+2.14 0.637
Unmarried 10.12+1.92
Widow/Widower 9.91+1.96

Communication Skills  13.646+1.872 Married 13.63+1.89 0.696
Unmarried 13.77+1.84
Widow/Widower 13.51+1.84

Conflict Resolution 12.223+2.027 Married 12.19+2.01 0.697

Skills
Unmarried 12.39+2.11
Widow/Widower 12.13+2.04

Decision Making Skills 13.421+2.451 Married 13.43+2.46 0.956
Unmarried 13.40£2.50
Widow/Widower 13.38+2.27

Delegation Skills 12.973+2.468 Married 13.08+2.57 0.010
Unmarried 12.95+2.18
Widow/Widower 11.90+1.83

Problem Solving Skills 10.369+1.466 Married 10.35+1.48 0.905
Unmarried 10.39+1.52
Widow/Widower 10.48+1.20

Strategic Skills 9.754+1.776 Married 9.79£1.79 0.113
Unmarried 9.85+1.77
Widow/Widower 9.13+1.57
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Source: Primary data

Figure 4.2.14
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It is inferred from the table 4.2.14 that, there is no significant difference between marital status
and leadership skills of managers in banks except delegation skills, since its p value is greater
than 0.05. Hence, the null hypothesis related with delegation skills i.e. there is no significant
difference between marital status and delegation skills is rejected. The post-hoc test results
show that, there is significant difference between widow/widower and married branch
managers with respect to delegation skills. Based on the mean score, it is found that cognitive,
communication, conflict resolution and strategic skills of unmarried branch managers are high
as compared to other categories of marital status. Its mean and SD are as; 10.12+1.92,
13.77£1.84, 12.39+£2.11 and 9.85£1.77 respectively. Decision making (13.43+£2.46) and
delegation skills (13.08+2.57) of branch managers belongs to married category is high and the
problem-solving skills are high for the branch managers belongs to the widow/widower
category. Its mean and SD is 10.48+1.20. There are differences between leadership skills and
marital status, statistical analysis found no significant difference between these variables.
4.3.2.5 Type of Family wise Analysis of Leadership Skills of Managers in Banks

Leadership skills of managers in banks may vary according to the type of family of the
respondents. Descriptive analysis has been done to know the mean score of type of family of
the branch managers with regard to different leadership skills of branch managers in banks.
Then, Kruskal Wallis H test is applied to analyse the significant difference between the type of

family and leadership skills of branch managers in banks.
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General Hypotheses

Ho: There is no significant difference between type of family and each leadership skills of
managers in banks

Hi: There is significant difference between type of family and each leadership skills of
managers in banks

Table 4.2.15

Type of Family wise Analysis of Leadership Skills of Managers in Banks

Leadership Skills Mean £ SD Type of Family Mean + SD KW test
Cognitive Skills 9.873+2.084 Blended 8.53£3.02  0.287

Extended 9.88+2.19

Joint 9.51+1.99

Nuclear 9.99+2.05
Communication Skills ~ 13.646+1.872 Blended 14.99+1.87 0.525

Extended 13.75+1.96

Joint 13.58+1.90

Nuclear 13.60+1.83
Conflict Resolution 12.223+2.027 Blended 12.01+2.37  0.565
Skills

Extended 12.48+2.10

Joint 12.14+1.76

Nuclear 12.16+2.06
Decision Making Skills  13.421+2.451 Blended 13.58+1.06 0.881

Extended 13.47+2.55

Joint 13.30+2.43

Nuclear 13.43+£2.45
Delegation Skills 12.973+2.468 Blended 11.87+2.34  0.553

Extended 13.09+2.26

Joint 13.26x2.47

Nuclear 12.87+2.54
Problem Solving Skills  10.369+1.466 Blended 10.81+1.46 0.803
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Leadership Skills Mean £ SD Type of Family Mean + SD KW test

Extended 10.34+1.30

Joint 10.29+1.52

Nuclear 10.39+1.52
Strategic Skills 0.754+1.776 Blended 7.74+1.19 0.106

Extended 9.68+1.77

Joint 9.97+1.59

Nuclear 9.76+1.82

Source: Primary data
Figure 4.2.15
Dype of family wise analysis of leadership skills of managers in banks
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Type of family wise analysis of leadership skills of managers in banks shows that there is no
significant difference between these two variables, since the p value is greater than 0.05. Based
on the mean score it is found that communication skills (14.99+1.87), decision-making
(13.58+1.06) and problem-solving skills (10.81+1.46) of managers coming from the blended
family is high because its mean score is high. Cognitive skills of the branch managers coming
from the nuclear family is high. Its mean and SD is 9.99+2.05, conflict resolution skills of
managers coming from the extended family is high (12.48+2.10), delegation skill (13.26+2.47)
and strategic skills (9.97+1.59) is high for the managers from joint family.
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4.3.2.6 Length of Service wise Analysis of Leadership Skills of Managers in Banks

Leadership skills of managers in banks may vary according to the length of service of the

respondents. Descriptive analysis has been done to know the mean score of length of service

of the branch managers with regard to different leadership skills of branch managers in banks.

Then, Kruskal Wallis H test is applied to analyse the significant difference between the length

of service and leadership skills of branch managers in banks.

General Hypotheses

Ho: There is no significant difference between length of service and each leadership skills of

managers in banks

Hi: There is significant difference between length of service and each leadership skills of

managers in banks

Table 4.2.16

Length of Service wise Analysis of Leadership Skills of Managers in Banks

Leadership Skills Mean + SD Length of Service Mean + SD KW test
(in years)
Cogpnitive Skills 9.873+2.084 01-05 9.93+2.18 0.345
06-10 9.81+1.92
11-15 9.62+2.05
16-20 10.69+1.84
21 and above 9.66+2.53
Communication Skills 13.646+1.872  01-05 13.50+1.82 0.735
06-10 13.79+1.92
11-15 13.68+1.87
16-20 13.82+2.16
21 and above 14.25+1.99
Conflict Resolution Skills 12.223+2.027  01-05 12.11+2.06  0.014
06-10 12.48+2.10
11-15 12.43+1.83
16-20 10.88+1.26
21 and above 12.46+2.13
Decision Making Skills  13.421+2.451  01-05 13.39+2.48 0.593
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Leadership Skills Mean + SD Length of Service Mean + SD KW test
(in years)
06-10 13.32+2.48
11-15 13.79+2.52
16-20 13.29+1.88
21 and above 13.13+2.30
Delegation Skills 12.973+2.468  01-05 12.72+2.37  0.087
06-10 13.17+2.62
11-15 13.54+2.32
16-20 13.37+£1.93
21 and above 11.48+3.19
Problem Solving Skills ~ 10.369+1.466  01-05 10.40+1.42  0.159
06-10 10.46+1.44
11-15 10.42+1.41
16-20 9.65+2.12
21 and above 9.67+1.28
Strategic Skills 0.754+1.776 01-05 9.62+1.88 0.471
06-10 0.88+1.64
11-15 10.04+1.81
16-20 9.62+1.23
21 and above 9.29+1.93

Source: Primary data
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Figure 4.2.16
Length of Service wise Analysis of Leadership Skills of Managers in Banks
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It is clear from the table 4.2.16 that there is no significant difference between length of service
and leadership skills of managers in banks except conflict resolution skills, since its p value is
greater than 0.05. Hence the null hypothesis i.e. there is no significant difference between
length of service and conflict resolution skill of managers is rejected. The post-hoc test results
shows that there is significant difference between managers with 16-20 and 11-15 and between
16-20 and 6-10 years of length of service. Cognitive skills of branch managers with 16-20 years
of experience are high, since its mean and SD is high (10.69+1.84) as compared with other
categories. Branch managers with 21 and above years of experience have more communication
and conflict resolution skills, its mean and SD are 14.25+1.99 and 12.46+2.13 respectively.
Decision making, delegation skills and strategic skills of branch managers with 11-15 years of
experience is high. Its mean and SD are 13.79+2.52, 13.5442.32 and 10.04+1.81 respectively.
Problem solving ability is high for the branch managers with 06-10 years of experience, its
mean and SD is 10.46+1.44.

4.3.2.7 Region wise Analysis of Leadership Skills of Managers in Banks

Leadership skills of managers in banks may vary according to the region of banks where the
branch managers are working. Descriptive analysis has been done to know the mean score of
regions of banks of the branch managers with regard to different leadership skills of branch
managers in banks. Then, Kruskal Wallis H test is applied to analyse the significant difference

between the region of banks and leadership skills of branch managers in banks.
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General Hypotheses

Ho: There is no significant difference between region and each leadership skills of managers

in banks

Hi: There is significant difference between region and each leadership skills of managers in

banks
Table 4.2.17

Region wise Analysis of Leadership Skills of Managers in Banks

Leadership Skills Mean £ SD Region Mean + SD KW test
Cognitive Skills 9.873+2.084 Central 10.53+1.87 0.000
Northern 8.14+1.66
Southern 10.55+1.80
Communication Skills 13.646+1.872 Central 13.71+1.83 0.281
Northern 13.38+2.00
Southern 13.80£1.80
Conflict Resolution Skills 12.223+2.027 Central 12.14+198  0.170
Northern 12.06+1.86
Southern 12.46+2.20
Decision Making Skills 13.421+2.451 Central 13.52+2.36 0.804
Northern 13.37+2.42
Southern 13.34+2.59
Delegation Skills 12.973+2.468 Central 13.30+1.93 0.000
Northern 11.78+3.46
Southern 13.59+1.52
Problem Solving Skills 10.369+1.466 Central 10.42+1.61 0.193
Northern 10.21+1.38
Southern 10.44+1.35
Strategic Skills 9.754£1.776 Central 9.70+£1.71 0.676
Northern 9.74+1.79
Southern 9.83+1.85

Source: Primary data
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Figure 4.2.17
Region wise Analysis of Leadership Skills of Managers in Banks
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It is clear from the table 4.2.17 that there is significant difference between cognitive skills and
delegation skills of branch managers and the region of banks where they are working, since its
p value is less than 0.05. There is no significant difference found between other skills and
region because its p value is greater than 0.05. The post-hoc test results shows that; with respect
to cognitive and delegation skills, there is significant difference between northern and southern
region and between northern and central region. Based on the descriptive statistics, it is found
that cognitive, communication, conflict-resolution, delegation skill, problem-solving skills and
strategic skills of branch managers working in the southern region is high as compared with
branch managers working in other regions. The mean and SD are; 10.55+1.80, 13.80+1.80,
12.46+2.20, 13.59+1.52, 10.44+1.35, 9.83+1.85 respectively. Decision-making skills of
managers working in the central region is high (13.52+2.36) as compared to managers working
in other regions. Leadership skills of the branch managers working in the northern region is
low as compared with managers working in other regions.

4.3.2.8 Type of Bank wise Analysis of Leadership Skills of Managers in Banks

Leadership skills of managers in banks may vary according to the type of banks where the
branch managers are working. Descriptive analysis has been done to know the mean score of

type of banks of the branch managers with regard to different leadership skills of branch
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managers in banks. Then, Kruskal Wallis H test is applied to analyse the significant difference

between the type of banks and leadership skills of branch managers in banks.

General Hypotheses

Ho: There is no significant difference between type of bank and each leadership skills of

managers in banks

Hi: There is significant difference between type of bank and each leadership skills of managers

in banks

Table 4.2.18

Type of Bank wise Analysis of Leadership Skills of Managers in Banks

Leadership Skills Mean + SD Type of Bank Mean £SD KW test
Cognitive Skills 9.873+2.084  New private sector bank  9.07+1.92  0.000

Old private sector bank 10.44+1.91

Public sector bank 9.76+2.13
Communication Skills 13.646+1.872 New private sector bank  14.07£2.25 0.353

Old private sector bank 13.53+1.80

Public sector bank 13.62+1.83
Co_nflict Resolution 12.223+£2.027 New private sector bank  12.34+2.08 0.149
Skills Old private sector bank 11.91+2.01

Public sector bank 12.35+2.02
De_cision Making 13.421+2.451 New private sector bank  13.36+2.61 0.919
Skills Old private sector bank 13.53+2.41

Public sector bank 13.38+2.45
Delegation Skills 12.973+2.468 New private sector bank  12.42+2.99 0.010

Old private sector bank 13.53+2.28

Public sector bank 12.82+2.41
Problem Solving 10.369+1.466 New private sector bank  10.66+1.24  0.500
Skills

Old private sector bank 10.37+1.52

Public sector bank 10.32+1.48
Strategic Skills 0.754£1.776  New private sector bank  9.59+1.65 0.647
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Leadership Skills Mean £ SD Type of Bank Mean £ SD KW test

Old private sector bank 9.74+1.76

Source: Primary data

Figure 4.2.18
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It is clear from the table 4.2.18 that there is significant difference between cognitive and
delegation skills of branch managers in banks and type of banks where they are working, since
its p value is less than 0.05. For all other leadership skills with respect to type of bank, no
significant difference was found between the two, since its p value greater than 0.05. The post-
hoc test reveals that, with respect to cognitive skills, there is significant difference between
new private sector and old private sector banks and between public sector and old private sector
banks. In the case of delegation skills there is significant difference between public sector and
old private sector banks. Based on mean and SD, it is found that cognitive (10.44+1.91),
decision making (13.5342.41) and delegation skills (13.53+2.28) of branch managers working
in the old private sector banks are high. Branch managers working in the new private sector
banks have high level of communication (14.07+£2.25) and problem-solving skills
(10.66%1.24), the mean and SD is high for these skills. In the case of branch managers working
in the public sector banks, their conflict-resolution skills (12.35+£2.02), strategic skills

(9.79+1.81) are high as compared to managers working in other type of banks.
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Section IIT

4.4 Assessment of Emotional Social Intelligence of Managers in Banks

The emotional social intelligence of managers in banks was assessed on the basis of four
elements; Self-Awareness, Self-Management, Social Awareness and Relationship Management
(Goleman, 2007). It is assessed on the basis of certain set of questions asked on a 5-point Likert
scale. 5 being strongly agree,4-agree, 3-neither agree nor disagree, 2-disagree and 1- strongly
disagree. Each element of ESI consists of 10 statements each.

Table 4.2.19

Descriptive Statistics of Emotional Social Intelligence of Managers in Banks

Elements of ESI Mean + SD

Relationship Management 4.319+0.419
Self-Awareness 4.030+0.479
Self-Management 4.090+0.459
Social-Awareness 4.166+0.394

Source: Primary data

From the table 4.2.18, it is clear that Relationship Management (4.319+0.419) of the branch
managers in banks are high, since its mean value is high as compared with other elements.
Followed by Social Awareness (4.166+£0.394), Self-Management (4.090+0.459) and Self-
Awareness (4.030+0.479).

4.4.1 Permutation Test — An Alternative to MANOVA

Multivariate Analysis of Variance (MANOVA) is an extension of ANOVA that allows for the
analysis of multiple dependent variables simultaneously. In this study, the researcher aims to
understand the behavior of Self-Awareness, Self-Management, Social Awareness, and
Relationship Management simultaneously in relation to various influencing factors. But the
assumptions of MANOVA have been violated. Hence, the non-parametric alternative to
MANOVA called Permutation test was applied to test for statistically significant differences
between the means of multiple groups based on factors such as region, type of bank, gender,

age, educational qualification, marital status, type of family, and length of service.
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4.4.2 Socio-Demographic Factors and Emotional Social Intelligence of Managers in
Banks

The socio-demographic factors of the managers in banks are considered to know whether there
exists any significant difference among branch managers with regard to emotional social
intelligence. The four elements of ESI- Self-Awareness, Self-Management, Social Awareness
and Relationship Management are closely interrelated and it is taken together (dependent
variable vector) and the variation of mean score of each variable, observed with different socio-
demographic variables considered for the study, by applying non-parametric MANOVA model

The socio-demographic factors considered are:

1) Gender

2) Age group

3) Educational qualification

4) Marital status

5) Type of family

6) Length of service

7) Region

8) Type of bank
4.4.2.1 Gender wise Analysis of Emotional Social Intelligence of Managers in Banks
Emotional social intelligence of managers in banks may vary depends on the gender.
Permutation test for adonis under reduced model is applied to analyse the significant difference
between the gender and emotional social intelligence of managers in banks.
General Hypotheses
Ho: There is no significant difference between gender and emotional social intelligence of
managers in banks
Hi: There is significant difference between gender and emotional social intelligence of
managers in banks
Table 4.2.20

Gender wise Analysis of Emotional Social Intelligence of Managers in Banks

Degree of Freedom  Sum of Square F P (>F)
Gender 1 0.001998 0.9505 0.4438
Residual 358 0.7527 - -
Total 359 0.7547 - -

Source: Primary data
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It is clear from the table 4.2.20 that, there is no significant difference between gender and
emotional social intelligence of managers in banks, since its p value is greater than the
conventional limit 0.05 (p=0.44). Hence, the null hypothesis is not rejected.

4.4.2.2 Age wise Analysis of Emotional Social Intelligence of Managers in Banks
Emotional social intelligence of managers in banks may vary according to the age group of
managers. Permutation test for adonis under reduced model is applied to analyse the significant
difference between age and emotional social intelligence of managers in banks.

Ho: There is no significant difference between age and emotional social intelligence of
managers in banks

Hi: There is significant difference between age and emotional social intelligence of managers
in banks

Table 4.2.21

Age wise Analysis of Emotional Social Intelligence of Managers in Banks

Degree of Freedom  Sum of Square F P (>F)
Age 4 0.006665 0.7908 0.6722
Residual 355 0.748 - -
Total 359 0.7547 - -

Source: Primary data

It is clear from the table 4.2.21 that, there is no significant difference between age and
emotional social intelligence of managers in banks, since its p value is greater than the
conventional limit 0.05 (p=0.67). Hence, the null hypothesis is not rejected.

4.4.2.3 Educational Qualification wise Analysis of Emotional Social Intelligence of
Managers in Banks

Educational qualification of the managers may influence emotional social intelligence.
Permutation test for adonis under reduced model is applied to analyse the significant difference
between educational qualification and emotional social intelligence of managers in banks.
General Hypotheses

Ho: There is no significant difference between educational qualification and emotional social
intelligence of managers in banks

Hi: There is significant difference between educational qualification and emotional social

intelligence of managers in banks
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Table 4.2.22
Educational Qualification wise Analysis of Emotional Social Intelligence of Managers in

Banks

Degree of Freedom Sum of Square F P (>F)
Educational qualification 1 0.007731 3.705  0.008496
Residual 358 0.747 - -
Total 359 0.7547 - -

Source: Primary data
From the table 4.2.22 it is clear that, there is significant difference between educational
qualification and emotional social intelligence of managers in banks, since the p value is less

than 0.05 (p=0.008). Hence the null hypothesis is rejected.

Table 4.2.22.1

Kruskal Wallis Test
Variables Chi Squared P value
Self-Awareness 0.01031 0.9191
Self-Management 3.893 0.04848**
Social Awareness 0.4728 0.4917
Relationship Management 10.13 0.00146**

Source: Primary data **significant at 5 per cent level of significance

It is clear from the table 4.2.22.1 that educational qualification of the managers has a significant
influence on Self-Management and Relationship Management, since its p value is less than
0.05 (0.04848), (0.00146) respectively. In the case of other elements such as Self-Awareness
and Social Awareness, educational qualification of the managers does not have any influence
on it.

4.4.2.4 Marital Status wise Analysis of Emotional Social Intelligence of Managers in
Banks

Emotional social intelligence of managers in banks may vary according to the marital status of
managers. Permutation test for adonis under reduced model is applied to analyse the significant

difference between marital status and emotional social intelligence of managers in banks.
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General Hypotheses

Ho: There is no significant difference between marital status and emotional social intelligence
of managers in banks

Hi: There is significant difference between marital status and emotional social intelligence of
managers in banks

Table 4.2.23

Marital Status wise Analysis of Emotional Social Intelligence of Managers in Banks

Degree of Freedom Sum of Square F P (>F)
Marital Status 2 0.00439 1.044 0.4038
Residual 357 0.7503 - -
Total 359 0.7547 - -

Source: Primary data

It is clear from the table 4.2.23 that, there is no significant difference between marital status
and emotional social intelligence of managers in banks, since its p value is greater than the
conventional limit 0.05 (p=0.4038). Hence, the null hypothesis is not rejected.

4.4.2.5 Type of Family wise Analysis of Emotional Social Intelligence of Managers in
Banks

Emotional social intelligence of managers in banks may vary according to the type of family
of managers. Permutation test for adonis under reduced model is applied to analyse the
significant difference between type of family and emotional social intelligence of managers in
banks.

General Hypotheses

Ho: There is no significant difference between type of family and emotional social intelligence
of managers in banks

Hi: There is significant difference between type of family and emotional social intelligence of
managers in banks

Table 4.2.24

Type of Family wise Analysis of Emotional Social Intelligence of Managers in Banks

Degree of Freedom Sum of Square F P (>F)
Type of family 3 0.002844 0.4489 0.8796
Residual 356 0.7519 - -
Total 359 0.7547 - -

Source: Primary data
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It is clear from the table 4.2.24 that, there is no significant difference between type of family
and emotional social intelligence of managers in banks, since its p value is greater than the
conventional limit 0.05 (p=0.8796). Hence, the null hypothesis is not rejected.

4.4.2.6 Length of Service wise Analysis of Emotional Social Intelligence of Managers in
Banks

Emotional social intelligence of managers in banks may vary according to the length of service
of managers. Permutation test for adonis under reduced model is applied to analyse the
significant difference between length of service and emotional social intelligence of managers
in banks.

General Hypotheses

Ho: There is no significant difference between length of service and emotional social
intelligence of managers in banks

Hi: There is significant difference between length of service and emotional social intelligence
of managers in banks

Table 4.2.25

Length of Service wise Analysis of Emotional Social Intelligence of Managers in Banks

Degree of Freedom  Sum of Square F P (>F)
Length of service 4 0.01141 1.362 0.1804
Residual 355 0.7433 - -
Total 359 0.7547 - -

Source: Primary data

It is clear from the table 4.2.25 that, there is no significant difference between length of service
and emotional social intelligence of managers in banks, since its p value is greater than the
conventional limit 0.05 (p=0.1804). Hence, the null hypothesis is not rejected.

4.4.2.7 Type of Bank wise Analysis of Emotional Social Intelligence of Managers in Banks
Emotional social intelligence of managers in banks may vary based on the type of banks of
managers. Permutation test for adonis under reduced model is applied to analyse the significant
difference between type of banks and emotional social intelligence of managers in banks.
General Hypotheses

Ho: There is no significant difference between type of banks and emotional social intelligence
of managers in banks

Hi: There is significant difference between type of banks and emotional social intelligence of

managers in banks
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Table 4.2.26
Type of Banks wise Analysis of Emotional Social Intelligence of Managers in Banks

Degree of Freedom  Sum of Square F P(>F)
Type of bank 2 0.004693 1.117 0.3858
Residual 357 0.75 - -
Total 359 0.7547 - -

Source: Primary data

It is clear from the table 4.2.26 that, there is no significant difference between region and
emotional social intelligence of managers in banks, since its p value is greater than the
conventional limit 0.05 (p=0.3858). Hence, the null hypothesis is not rejected.

4.4.2.8 Region wise Analysis of Emotional Social Intelligence of Managers in Banks
Emotional social intelligence of managers in banks may vary based on the region of managers.
Permutation test for adonis under reduced model is applied to analyse the significant difference
between region and emotional social intelligence of managers in banks.

General Hypotheses

Ho: There is no significant difference between region and emotional social intelligence of
managers in banks

Hi: There is significant difference between region and emotional social intelligence of

managers in banks

Table 4.2.27
Region wise Analysis of Emotional Social Intelligence of Managers in Banks
Degree of Freedom Sum of Square F P (>F)
Region 2 0.03328 8.234  0.0004998**
Residual 357 0.7214 - -
Total 359 0.7547 - -

Source: Primary data ** Significant at 5 per cent level of significance

It is inferred from the table 4.2.27 that, there is exist significant difference between region and
emotional social intelligence of managers in banks, since its p value is less than the
conventional limit 0.05 (p=0.000). Hence, the null hypothesis is rejected.

Table 4.2.27.1

Kruskal Wallis Test

Variables Chi Squared P value
Self-Awareness 17.26 0.0001789**
Self-Management 37.37 7.685e-09**
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Variables Chi Squared P value
Social Awareness 5.353 0.06881
Relationship Management 8.368 0.01524**

Source: Primary data ** significant at 5 percent level of significance

The individual element wise analysis of emotional social intelligence with respect to region
where the managers are working shows that, there is significant difference between region and
the elements of ESI such as self-awareness, self-management and relationship management,
since its p value is less than 0.05 (0.000, 7.685e-09, 0.01524 respectively). Region where the
managers are working does not influence social awareness of managers in banks.

Table 4.2.27.1.1

Post-Hoc Tests

Elements of ESI Regions Mean Differences  P-Value
Self-Awareness Central — Northern 0.022 0.933
Central — Southern -0.215 0.001**
Northern — Southern -0.237 0.001**
Self-Management  Central — Northern 0.285 0.000**
Central — Southern -0.060 0.517
Northern — Southern -0.344 0.000**
Relationship Central — Northern -0.025 0.888
Management Central — Southern 0.099 0.137
Northern — Southern 0.125 0.073

Source: Primary data ** significant at 5 per cent level of significance

The results of the post-hoc tests reveals that, with respect to self-awareness, there exist
significant difference between central and southern region and between northern and southern
region respectively. In the case of self-management, there is a significant difference between
central and northern region and between northern and southern region respectively. In the case

of relationship management, there is no significant difference was found between regions.
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Section IV

4.5 Assessment of Inspirational Leadership Pattern of Branch Managers in Banks from
the Perspective of Employees Working in Banks

The inspirational leadership pattern of managers in banks were studied under nine factors;
impression management, intellectual stimulation, inspirational agenda, moulding follower
expectation, vision, objectivity, dedication and commitment, employee engagement and team
work.

4.5.1 Levels of Inspirational Leadership Pattern of Managers in Banks

To know the levels of inspirational leadership pattern, it was divided into three categories based
on the Mean + SD criteria. The value which is above Mean + SD are categorised as high; values
below Mean + SD categorised as low and the values between these two are categorised as
moderate.

Table 4.2.28

Levels of Inspirational Leadership Pattern of Managers in Banks

Inspirational Leadership Pattern Low Moderate High
Impression Management 63 (15.75) 263 (65.75) 74 (18.5)
Intellectual Stimulation 49 (12.25) 326 (81.5) 25 (6.25)
Vision 73 (18.25) 243 (60.75) 84 (21)
Inspirational Agenda 60 (15) 258 (64.5) 82 (20.5)
Moulding Follower Expectation 74 (18.5) 237 (59.25) 89 (22.25)
Objectivity 69 (17.25) 259 (64.75) 72 (18)
Dedication and Commitment 52 (13) 289 (72.25) 59 (14.75)
Employee Engagement 62 (15.5) 226 (56.5) 112 (28)
Team Work 65 (16.25) 223 (55.75) 112 (28)

Source: Primary data [Note: Percentage shown in the brackets]
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Figure 4.2.19
Levels of Inspirational Leadership Pattern of Managers in Banks
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Source: Primary data [O- Objectivity, IMM- Impression Management, IS- Intellectual
Stimulation, V- Vision, IA- Inspirational Agenda, MFE- Moulding Follower Expectation, DC-
Dedication and Commitment, EE- Employee Engagement, TW- Team Work]
It is understood from the table 4.2.28 and figure 4.2.19 that, managers in the banks have
moderate level of inspirational leadership pattern as perceived by employees working in the
banks. It is clear that all the elements of inspirational leadership pattern in the moderate level
are above 50 per cent. That is for impression management 65.75 per cent, intellectual
stimulation 81.50 per cent, vision 60.75 per cent, inspirational agenda 64.50 per cent, moulding
follower expectation 59.25 per cent, objectivity 64.75 per cent, dedication and commitment
72.25 per cent, employee engagement 56.50 per cent and for team work 55.75 per cent.
4.5.2 Socio-Demographic Factors and Inspirational Leadership Pattern of managers in
banks
The socio-demographic factors of the employees in banks are considered to know whether
these factors make any significant difference in determining or rating the inspirational
leadership pattern of their branch managers in banks.

1) Gender

2) Age group

3) Educational qualification

4) Marital status

5) Length of service

6) Region

7) Type of bank

8) The number of years in which the employee knows about the present branch manager
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4.5.2.1 Gender wise Analysis of Inspirational Leadership Pattern of Managers in Banks
as Perceived by Employees in Banks

Male and Female employees may have different perspective on the leadership pattern followed
by their managers in banks. Descriptive analysis has been done to know the mean score of
males and females with regard to different elements of inspirational leadership pattern of their
branch managers in banks. Then, Kruskal Wallis H test is applied to analyse the significant
difference between the mean of gender of employees in banks with respect to inspirational
leadership pattern of their branch managers.

General Hypotheses

Ho: There is no significant difference between gender and each element of inspirational
leadership pattern of managers in banks as perceived by employees

Hi: There is significant difference between gender and each element of inspirational leadership
pattern of managers in banks as perceived by employees

Table 4.2.29

Gender wise Analysis of Inspirational Leadership Pattern of Managers in Banks as Perceived

by Employees in Banks
Inspirational Leadership Pattern Mean + SD Gender Mean £ SD KW test
Dedication and Commitment 2.916+0.609  Female 2.93+0.57 0.955
Male 2.90+0.65
Employee Engagement 3.248+0.449  Female 3.27+0.44 0.262
Male 3.22+0.45
Impression Management 2.921+0.446  Female 2.92+0.44 0.961
Male 2.92+0.46
Inspirational Agenda 2.975+0.429  Female 2.97+£0.43 0.843
Male 2.98+0.43
Intellectual Stimulation 2.882+0.545  Female 2.83+0.59 0.200
Male 2.94+0.47
Moulding Follower Expectation 3.1284+0.410  Female 3.15+0.40 0.324
Male 3.10+0.43
Objectivity 2.576+£0.743  Female 2.61+0.74 0.314
Male 2.54+0.75
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Inspirational Leadership Pattern Mean £ SD Gender Mean £SD KW test

Team Work 3.049+0.391  Female 3.02+0.40 0.151
Male 3.08+0.38

Vision 2.896+0.469  Female 2.93+0.46 0.110
Male 2.85+0.48

Source: Primary data

Figure 4.2.20
Gender wise Analysis of Inspirational Leadership Pattern of Managers in Banks as Perceived

by Employees in Banks
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employee engagement, impression management, inspirational agenda, intellectual stimulation,
moulding follower expectation, objectivity, team work and vision]

It is understood from the table 4.2.29 that, there is no significant difference between the gender
of the employees and their rating on inspirational leadership pattern of their managers in banks,
since its p value is greater than 0.05. Based on the mean value, it is inferred that dedication and
commitment (2.93+0.57), employee engagement (3.27+0.44), moulding follower expectation
(3.15+0.40), objectivity (2.61+0.74) and vision (2.93+0.46) of the managers in banks are high
as perceived by female employees working in the banks. In the case of other elements such as
intellectual stimulation (2.94+0.47) and team work (3.084+0.38) of managers are high as
perceived by male employees working in the banks. In the case of impression management of
managers, the mean score is same for both male (2.92+0.46) and female (2.92+0.44)
employees. To conclude, there is no significant influence of gender of employees on
determining the inspirational leadership pattern of their managers. Hence, the null hypothesis

is not rejected.
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4.5.2.2 Age Group wise Analysis of Inspirational Leadership Pattern of Managers in
Banks as Perceived by Employees in Banks

Age group of the employees working in the banks may have different perspective on the
leadership pattern followed by their managers in banks. Descriptive analysis has been done to
know the mean score of age group of employees with regard to different elements of
inspirational leadership pattern of branch managers in banks. Then, Kruskal Wallis H test is
applied to analyse the significant difference between the mean of age group of employees in
banks with respect to inspirational leadership pattern of their branch managers.

General Hypotheses

Ho: There is no significant difference between age group and each element of inspirational
leadership pattern of managers in banks as perceived by employees

Hi: There is significant difference between age group and each element of inspirational
leadership pattern of managers in banks as perceived by employees

Table 4.2.30

Age Group wise Analysis of Inspirational Leadership Pattern of Managers in Banks as
Perceived by Employees in Banks

Inspirational Leadership Pattern ~ Mean + SD Age Mean £ SD KW test
Dedication and Commitment 2.916+0.609  31-40 2.94+0.61  0.832
41-50 2.99+0.46

51 and above  2.96+0.64

Below30 2.88+0.63
Employee Engagement 3.248+0.449  31-40 3.28+0.45  0.229
41-50 3.09+0.51

51 and above  3.29+0.45

Below30 3.25+0.44
Impression Management 2.921+0.446  31-40 2.91+0.49  0.388
41-50 2.81+0.42

51 and above  2.97+0.51

Below30 2.94+0.42
Inspirational Agenda 2.975£0.429 31-40 2.97+0.42  0.536
41-50 3.07+0.39
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Inspirational Leadership Pattern ~ Mean + SD Age Mean £ SD KW test
51 and above  2.90+0.36
Below30 2.97+0.45
Intellectual Stimulation 2.882+0.545  31-40 2.85+0.57  0.655
41-50 2.97+0.43
51 and above  3.03+0.37
Below30 2.88+0.55
Moulding Follower Expectation  3.128+0.410  31-40 3.15+0.41 0.418
41-50 3.16+0.44
51 and above  3.21+0.34
Below30 3.10+0.41
Obijectivity 2.576+0.743  31-40 2.58+0.74  0.341
41-50 2.52+0.71
51 and above  2.27+0.72
Below30 2.60£0.75
Team Work 3.049+0.391  31-40 3.02+0.42  0.808
41-50 3.06+0.35
51 and above  3.04+0.34
Below30 3.07+0.38
Vision 2.896+0.469 31-40 2.88+0.47 0.811
41-50 2.91+0.47
51 and above  2.98+0.47
Below30 2.90+0.47

Source: Primary data
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Figure 4.2.21

Age Group wise Analysis of Inspirational Leadership Pattern of Managers in Banks as
Perceived by Employees in Banks
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It is found from the analysis that, there is no significant difference between the age group of
employees and the inspirational leadership pattern of managers as perceived by them, since its
p value is greater than 0.05. Therefore, the null hypothesis is not rejected. The mean value of
the results indicates that majority of the elements of inspirational leadership such as employee
engagement, impression management, intellectual stimulation, moulding follower expectation
and vision of managers as perceived by the employees belongs to the age group of 51 and above
are high as compared to other age group. Employees belongs to the age group of 41-50 also
marked their branch managers have high level of dedication and commitment, inspirational
agenda. It indicates that employees belong to the high age group rated their branch managers
inspirational leadership as high.

4.5.2.3 Education wise Analysis of Inspirational Leadership Pattern of Managers in
Banks as Perceived by Employees in the Banks

Educational qualification of the employees working in the banks may have different
perspective on the leadership pattern followed by their managers in banks. Descriptive analysis
has been done to know the mean score of the education of employees with regard to different
elements of inspirational leadership pattern of branch managers in banks. Then, Kruskal Wallis

H test is applied to analyse the significant difference between the mean of education of
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employees in banks with respect to different elements of their branch managers inspirational

leadership pattern.
General Hypotheses

Ho: There is no significant difference between education and each element of inspirational

leadership pattern of managers in banks as perceived by employees

Hi: There is significant difference between education and each element of inspirational

leadership pattern of managers in banks as perceived by employees

Table 4.2.31

Education wise Analysis of Inspirational Leadership Pattern of Managers in Banks as

Perceived by Employees in the Banks

Inspirational Leadership Pattern Mean + SD Education Mean+SD KW test

Dedication and Commitment 2.916+0.609  Degree 2.95+0.58 0.383
PG 2.86%0.66

Employee Engagement 3.248+0.449 Degree 3.27+0.43 0.277
PG 3.21+0.48

Impression Management 2.921+0.446  Degree 2.92+0.46 0.982
PG 2.92+0.42

Inspirational Agenda 2.975+0.429  Degree 2.98+0.42 0.913
PG 2.97+0.44

Intellectual Stimulation 2.882+0.545  Degree 2.84+0.59 0.165
PG 2.96+0.44

Moulding Follower Expectation 3.128+0.410  Degree 3.13+0.39 0.767
PG 3.12+0.44

Objectivity 2.576+0.743  Degree 2.58+0.77 0.654
PG 2.56%0.69

Team Work 3.049+0.391 Degree 3.03+0.37 0.078
PG 3.08+0.42

Vision 2.896+£0.469  Degree 2.93+0.47 0.045
PG 2.84+0.47

Source: Primary data
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Figure 4.2.22

Education wise Analysis of Inspirational Leadership Pattern of Managers in Banks as

Perceived by Employees in the Banks
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It is inferred from the table 4.2.31 that there is significant difference between educational
qualification of employees and vision of managers as perceived by the employees, since its p
value is less than 0.05. No significant difference was found between education and other
elements of inspirational leadership as perceived by the employees. Based on the mean value,
it is found that employees have degree as an educational qualification rate their branch
managers inspirational leadership pattern as high with respect to dedication and commitment
(2.95+0.58), employee engagement (3.27+0.43), inspirational agenda (2.98+0.42), moulding
follower expectation (3.13+0.39), objectivity (2.58+0.77) and vision (2.93+0.47).

4.5.2.4 Marital Status wise Analysis of Inspirational Leadership Pattern of Managers in
Banks as Perceived by Employees in the Banks

Marital status of the employees working in the banks may have an influence on determining
the leadership pattern followed by their managers in banks. Descriptive analysis has been done
to know the mean score of marital status of employees with regard to different elements of
inspirational leadership pattern of branch managers in banks. Then, Kruskal Wallis H test is
applied to analyse the significant difference between the mean of marital status of employees
in banks with respect to different elements of their branch managers inspirational leadership

pattern.
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General Hypotheses

Ho: There is no significant difference between marital status and each element of inspirational

leadership pattern of managers in banks as perceived by employees

Hi: There is significant difference between marital status and each element of inspirational

leadership pattern of managers in banks as perceived by employees

Table 4.2.32

Marital Status wise Analysis of Inspirational Leadership Pattern of Managers in Banks as

Perceived by Employees in the Banks

Inspirational Leadership Mean £ SD  Marital status Mean £ SD KW test
Pattern
Dedication and Commitment  2.916+0.609 Married 2.95+0.58 0.589
Unmarried 2.88+0.63
Widow/Widower 2.87+0.76
Employee Engagement 3.248+0.449 Married 3.26+0.45 0.485
Unmarried 3.23+0.45
Widow/Widower 3.13+0.43
Impression Management 2.921+0.446 Married 2.91+0.46 0.926
Unmarried 2.93+0.42
Widow/Widower 2.90+0.56
Inspirational Agenda 2.975+0.429 Married 2.974£0.43 0.983
Unmarried 2.98+0.44
Widow/Widower 3.04+0.30
Intellectual Stimulation 2.882+0.545 Married 2.84+0.60  0.722
Unmarried 2.93+0.48
Widow/Widower 2.99+0.33
Moulding Follower 3.128+0.410 Married 3.14+0.41 0.599
Expectation Unmarried 3.11+0.41
Widow/Widower 3.13+0.28
Obijectivity 2.576+0.743 Married 2.62+0.74 0.227
Unmarried 2.54+0.75
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Inspirational Leadership Mean £ SD  Marital status Mean £ SD KW test
Pattern

Widow/Widower 2.29+0.71

Team Work 3.049+0.391 Married 3.02+0.40  0.210
Unmarried 3.07+0.38
Widow/Widower 3.24+0.33

Vision 2.896+0.469 Married 2.91+0.47 0.360
Unmarried 2.87+0.47
Widow/Widower 3.03+0.46

Source: Primary data
Figure 4.2.23
Marital Status wise Analysis of Inspirational Leadership Pattern of Managers in Banks as

Perceived by Employees in the Banks
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It is inferred from the table 4.2.32 that there is no significant difference between the marital
status of the employees in banks and their rating on inspirational leadership pattern of their
branch managers, since its p value is greater than 0.05. Therefore, the null hypothesis is not
rejected. It is found that married employees perceived their manager’s dedication and
commitment (2.95+0.58), employee engagement (3.26+0.45), moulding follower expectation
(3.14£0.41), objectivity (2.62+0.74) at high level because its mean value is high. With respect
to inspirational agenda (3.04+0.30), intellectual stimulation (2.99+0.33), team work

201



(3.24+0.33), and vision (3.03+0.46) of managers, employees belong to the widow/widower
category rated as high, since its mean value is high.

4.5.2.5 Length of Service wise Analysis of Inspirational Leadership Pattern of Managers
in Banks as Perceived by Employees in Banks

Length of service of the employees working in the banks may have an influence on determining
the leadership pattern followed by their managers in banks. Descriptive analysis has been done
to know the mean score of length of service of employees with regard to different elements of
inspirational leadership pattern of their branch managers in banks. Then, Kruskal Wallis H test
is applied to analyse the significant difference between the mean of length of service of
employees in banks with respect to different elements of their branch managers inspirational
leadership pattern.

General Hypotheses

Ho: There is no significant difference between length of service and each element of
inspirational leadership pattern of managers in banks as perceived by employees

Hi: There is significant difference between length of service and each element of inspirational
leadership pattern of managers in banks as perceived by employees

Table 4.2.33

Length of Service wise Analysis of Inspirational Leadership Pattern of Managers in Banks as

Perceived by Employees in Banks

Inspirational Leadership Mean + SD  Length of service Mean + SD KW test
Pattern (in years)
Dedication and Commitment 2.916+0.609 01-05 yrs 2.88+0.64 0.557
06-10 yrs 3.00+0.48
11-15yrs 2.97%0.65
16-20 yrs 3.00+0.30
21 and above 2.33£1.04
Employee Engagement 3.248+0.449 01-05yrs 3.25+£0.45 0.934
06-10 yrs 3.27+0.45
11-15 yrs 3.22+0.47
16-20 yrs 3.21+0.39
21 and above 3.36+0.26
Impression Management 2.921+0.446 01-05yrs 2.92+0.42 0.627
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Inspirational Leadership Mean £ SD  Length of service Mean £+ SD KW test
Pattern (in years)
06-10 yrs 2.91+0.51
11-15yrs 2.89+0.43
16-20 yrs 3.07+0.46
21 and above 2.88+0.78
Inspirational Agenda 2.975+0.429 01-05yrs 2.96+0.44 0.448
06-10 yrs 2.98+0.44
11-15yrs 3.00+0.39
16-20 yrs 3.19+0.27
21 and above 3.02+0.42
Intellectual Stimulation 2.882+0.545 01-05 yrs 2.88+0.56 0.998
06-10 yrs 2.88+0.53
11-15yrs 2.86+0.55
16-20 yrs 2.94+0.41
21 and above 3.00+0.37
Moulding Follower 3.128+0.410 01-05yrs 3.11+0.40 0.474
Expectation 06-10 yrs 3.17+0.43
11-15 yrs 3.15+0.40
16-20 yrs 3.07+0.43
21 and above 3.32+0.33
Objectivity 2.576+0.743 01-05yrs 2.58+0.76 0.708
06-10 yrs 2.61+0.68
11-15yrs 2.59+0.71
16-20 yrs 2.23%0.86
21 and above 2.56+0.85
Team Work 3.049+0.391 01-05yrs 3.06+0.39 0.438
06-10 yrs 2.99+0.39
11-15yrs 3.12+0.37
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Inspirational Leadership Mean £ SD  Length of service Mean £ SD KW test

Pattern (in years)
16-20 yrs 3.02+0.38
21 and above 3.05+0.32
Vision 2.896+0.469 01-05 yrs 2.90+0.46 0.660
06-10 yrs 2.86+0.50
11-15yrs 2.92+0.44
16-20 yrs 3.02+0.47
21 and above 3.08+0.47

Source: Primary data
Figure 4.2.24
Length of Service wise Analysis of Inspirational Leadership Pattern of Managers in Banks as

Perceived by Employees in Banks
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Source: Primary data [Note: DC-dedication and commitment, EE-employee engagement,
IMM-impression management, [A-inspirational agenda, IS-intellectual stimulation, MFE-
moulding follower expectation, O-objectivity, TW-team work and V-vision]

It is clear from the table 4.2.33 that, there is no significant difference between length of service
of employees working in banks and their perception on inspirational leadership pattern of their
managers in banks, since its p value is greater than 0.05. Therefore, the null hypothesis is not

rejected. Employees having 16-20 years of experience marked their managers have high level
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of dedication and commitment, impression management and inspirational agenda, since its
mean value is high.

4.5.2.6 The No of years in which the Employees Know about their Branch Manager wise
Analysis of Inspirational Leadership Pattern of Managers as Perceived by Employees in
Banks

The no of years in which the employees know about their branch manager of the employees
working in the banks may have an influence on determining the leadership pattern followed by
their managers in banks. Descriptive analysis has been done to know the mean score of the no.
of years in which the employees know about their branch manager of employees with regard
to different elements of inspirational leadership pattern of branch managers in banks. Then,
Kruskal Wallis H test is applied to analyse the significant difference between the mean of the
no. of years in which the employees know about their branch manager of employees in banks
with respect to different elements of their branch managers inspirational leadership pattern.
General hypotheses

Ho: There is no significant difference between the no. of years in which the employees know
about their branch manager and each element of inspirational leadership pattern of managers
in banks as perceived by employees

Hi: There is significant difference between the no. of years in which the employees know about
their branch manager and each element of inspirational leadership pattern of managers in banks
as perceived by employees

Table 4.2.34

The No of years in which the Employees Know about their Branch Manager wise Analysis of
Inspirational Leadership Pattern of Managers as Perceived by Employees in Banks

Inspirational Leadership Pattern  Mean + SD No.of years Mean+SD KW test

Dedication and Commitment 2.916+0.609 01-03 yrs 2.88+0.63  0.282
04-06 yrs 2.99+0.58
07-09 yrs 3.07+0.44
Employee Engagement 3.248+0.449 01-03 yrs 3.23+0.46  0.759

04-06 yrs 3.28+0.41

07-09 yrs 3.25+0.55
Impression Management 2.921+0.446 01-03 yrs 2.94+0.44  0.090

04-06 yrs 2.89+0.46
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Inspirational Leadership Pattern  Mean £ SD No. of years Mean+SD KW test
07-09 yrs 2.71+0.45
Inspirational Agenda 2.975+0.429 01-03 yrs 3.00£0.43  0.239
04-06 yrs 2.93+0.42
07-09 yrs 2.86+0.41
Intellectual Stimulation 2.882+0.545 01-03 yrs 2.91+0.54 0.186
04-06 yrs 2.81+0.56
07-09 yrs 2.90+0.52
Moulding Follower Expectation  3.128+0.410 01-03 yrs 3.10£0.42  0.077
04-06 yrs 3.20+0.36
07-09 yrs 3.17+0.49
Obijectivity 2.576+0.743 01-03 yrs 2.58+0.77  0.893
04-06 yrs 2.57+0.68
07-09 yrs 2.56%0.76
Team Work 3.049+0.391 01-03 yrs 3.05+0.39  0.779
04-06 yrs 3.05+0.39
07-09 yrs 3.00+0.35
Vision 2.896+0.469 01-03 yrs 2.90+0.46  0.851
04-06 yrs 2.87+0.50
07-09 yrs 2.96+0.44

Source: Primary data
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Figure 4.2.25
The No of years in which the Employees Know about their Branch Manager wise Analysis of
Inspirational Leadership Pattern of Managers as Perceived by Employees in Banks
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Source: Primary data [Note: DC-dedication and commitment, EE-employee engagement,
IMM-impression management, [A-inspirational agenda, IS-intellectual stimulation, MFE-
moulding follower expectation, O-objectivity, TW-team work and V-vision]

It is very clear from the table 4.2.34 that, there is no significant difference between the number
of years in which the employee knows about their manager with respect to the inspirational
leadership pattern of managers as perceived by the employees, since its p value is greater than
0.05. Hence, the null hypothesis is not rejected.

4.5.2.7 Region wise Analysis of Inspirational Leadership Pattern of Managers as
Perceived by Employees in Banks

Region of the employees working in the banks may have an influence on determining the
leadership pattern followed by their managers in banks. Descriptive analysis has been done to
know the mean score of regions of employees with regard to different elements of inspirational
leadership pattern of branch managers in banks. Then, Kruskal Wallis H test is applied to
analyse the significant difference between the mean of region of employees in banks with

respect to different elements of their branch managers inspirational leadership pattern.

207



General hypotheses

Ho: There is no significant difference between region and each element of inspirational
leadership pattern of managers in banks as perceived by employees

Hi: There is significant difference between region and each element of inspirational leadership
pattern of managers in banks as perceived by employees

Table 4.2.35

Region wise analysis of inspirational leadership pattern of managers as perceived by

employees in banks

Inspirational Leadership Pattern Mean £ SD Region Mean £ SD KW test

Dedication and Commitment 2.916+0.609 Central 2.70+0.80  0.003

Northern 3.08+0.45

Southern 3.04+0.31
Employee Engagement 3.248+0.449 Central 3.261£0.42 0.973

Northern 3.24+0.46

Southern 3.24+0.47
Impression Management 2.921+0.446 Central 2.931£0.44 0.303

Northern 2.87+0.48

Southern 2.96+0.42
Inspirational Agenda 2.975+0.429 Central 3.03+0.43 0.000

Northern 3.12+0.36

Southern 2.78+0.42
Intellectual Stimulation 2.882+0.545  Central 3.07+0.26  0-000

Northern 2.97+0.25

Southern 2.57+0.80
Moulding Follower Expectation 3.128+0.410 Central 3.11+0.41 0.298

Northern 3.17+0.40

Southern 3.11+0.42
Objectivity 2.576+0.743 Central 2.78+0.70 0.000

Northern 2.10+0.81

Southern 2.74+0.52
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Inspirational Leadership Pattern Mean = SD Region Mean £ SD KW test

Team Work 3.049+0.391 Central 3.07+0.39 0.074
Northern 2.99+0.37
Southern 3.08+0.40

Vision 2.896+0.469 Central 2.86+0.51 0.321
Northern 2.87+0.44
Southern 2.96+0.44

Source: Primary data
Figure 4.2.26
Region wise analysis of inspirational leadership pattern of managers as perceived by

employees in banks
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Source: Primary data [Note: DC-dedication and commitment, EE-employee engagement,
IMM-impression management, [A-inspirational agenda, IS-intellectual stimulation, MFE-
moulding follower expectation, O-objectivity, TW-team work and V-vision]

It is found that there is significant difference between the region where the employees are
working and the inspirational leadership pattern as perceived by the employees with respect to
elements such as intellectual stimulation, inspirational agenda, objectivity and dedication and
commitment, since its p value is less than 0.05. Post-hoc test has been done to test the pair wise
comparison of region where the employees are working with respect to their perception on
inspirational leadership pattern of their managers in banks. It is found that there is significant
difference between central and northern region with respect to dedication and commitment of
managers as perceived by employees. There is significant difference between southern and
central region and southern and northern region with respect to the inspirational agenda of

managers as perceived by employees respectively. There is significant difference between
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southern and central region and northern central region with respect to intellectual stimulation
of managers as perceived by the employees respectively. There is significant difference
between northern and southern region and northern and central region with respect to
objectivity of managers as perceived by employees in banks respectively.

4.5.2.8 Type of Bank wise Analysis of Inspirational Leadership Pattern of Managers as
Perceived by Employees in Banks

Type of bank of the employees working in the banks may have an influence on determining the
leadership pattern followed by their managers in banks. Descriptive analysis has been done to
know the mean score of type of banks of employees with regard to different elements of
inspirational leadership pattern of branch managers in banks. Then, Kruskal Wallis H test is
applied to analyse the significant difference between the mean of type of banks of employees
in banks with respect to different elements of their branch managers inspirational leadership
pattern.

General hypotheses

Ho: There is no significant difference between type of banks and each element of inspirational
leadership pattern of managers in banks as perceived by employees

Hi: There is significant difference between type of banks and each element of inspirational
leadership pattern of managers in banks as perceived by employees

Table 4.2.36

Type of Bank wise Analysis of Inspirational Leadership Pattern of Managers as Perceived by

Employees in Banks

Inspirational Leadership Mean £ SD  Type of bank Mean £ SD KW test
Pattern

Dedication and 2.916+£0.609 New private sector 2.95+0.72 0.637
Commitment

Old private sector 2.93+0.58

Public sector bank 2.91+0.60
Employee Engagement ~ 3.248+0.449 New private sector 3.31+0.38 0.679

Old private sector 3.22+0.46

Public sector bank 3.25+0.45
Impression Management  2.921+0.446 New private sector 3.04+0.44 0.180

Old private sector 2.93+0.42

Public sector bank 2.90+0.46
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Inspirational Leadership Mean £ SD  Type of bank Mean £ SD KW test
Pattern
Inspirational Agenda 2.975+0.429 New private sector 3.14+0.34 0.016
Old private sector 2.90£0.47
Public sector bank 2.98+0.41
Intellectual Stimulation ~ 2.882+0.545 New private sector 2.60£0.72  0.007
Old private sector 2.86+0.59
Public sector bank 2.94+0.47
Moulding Follower 3.128+0.410 New private sector 3.27+0.29 0.120
Expectation Old private sector 3.11+0.41
Public sector bank 3.12+0.42
Obijectivity 2.576+0.743 New private sector 2.30£0.94 0.106
Old private sector 2.65+0.71
Public sector bank 2.59+0.72
Team Work 3.049£0.391 New private sector 3.19+0.32 08
Old private sector 2.97+0.39
Public sector bank 3.06+0.40
Vision 2.896+0.469 New private sector 2.91+0.43 0.877
Old private sector 2.90+0.44
Public sector bank 2.90+0.49

Source: Primary data
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Figure 4.2.27
Dype of Bank wise Analysis of Inspirational Leadership Pattern of Managers as Perceived by
Employees in Banks
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Source: Primary data [Note: DC-dedication and commitment, EE-employee engagement,
IMM-impression management, [A-inspirational agenda, IS-intellectual stimulation, MFE-
moulding follower expectation, O-objectivity, TW-team work and V-vision]

It is clear from the table 4.2.36 that, there exist significant difference between type of banks
where the employees are working and the inspirational leadership pattern followed by their
managers with respect to elements such as inspirational agenda, intellectual stimulation and
team work, since its p value is less than 0.05. Post -hoc test has been performed to know the
pair wise comparison of type o banks and the elements such as inspirational agenda, intellectual
stimulation and team work. It is found that there is significant difference between old private
sector banks and new private sector banks with respect to the element inspirational agenda.
There is significant difference was found between new private sector banks and old private
sector banks and new private sector banks and public sector banks with respect to intellectual
stimulation of managers as perceived by employees respectively. There is also significant
difference between old private sector banks and new private sector banks with respect to team

work by the managers as perceived by the employees in banks.
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Section V

4.6 Evaluation of Effectiveness of Emotional Social Intelligence in Inspirational
Leadership of Managers in Banks

For evaluating the effectiveness of emotional social intelligence in inspirational leadership of
managers in banks, a regression model without an intercept was used because the variables
have already been centered. Omitting the intercept ensures that the model's coefficients directly
represent the relationships between the predictors and the dependent variable without an
unnecessary baseline adjustment. This approach simplifies the interpretation and focuses on
the effects of the predictors relative to the centered means.

The regression model used for this analysis is specified as follows:

Dependent Variable = B, x Self-Awareness Category + 8, x Self-Management Category
+B3 x Social Awareness Category + 84 X Relationship Management Category + €
Where:
o There are 9 dependent variables such as Impression Management, Intellectual
Stimulation, Inspirational Agenda, Moulding Follower Expectation, Dedication and
Commitment, Objectivity, Vision, Employee Engagement and Team Work

o Self-Awareness Category, Self-Management Category, Social-Awareness Category,
And Relationship-Management Category are the independent categorical variables.

o P1,B2, Bs, B are the coefficients for the respective variables.
o € represents the error term.

For the analysis, each independent variables are categorized into three levels; low, moderate
and high. The impact of four independent categorical variables—Self-Awareness Category,
Self-Management Category, Social-Awareness Category, and Relationship-Management
Category on each dependent variable are analyzed.

4.6.1 Levels of Emotional Social Intelligence

In order to know the effectiveness of emotional social intelligence in each element of
inspirational leadership, the components of ESI are categorized into 3 levels; low, moderate
and high based on the quantiles at the specified probabilities (0%, approximately 33.33%,
approximately 66.66% and 100%. Then find out the number of observations in between each

point.
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Table 4.2.37

Levels of Emotional Social Intelligence of Managers in Banks

Levels of ESI Low Moderate High
Self-Awareness 129 (35.8) 148 (41.1) 83 (23.1)
Self-Management 131 (36.4) 119 (33.1) 110 (30.1)
Social Awareness 140 (38.9) 123 (34.2) 97 (26.9)
Relationship Management 140 (38.9) 134 (37.2) 86 (23.9)

Source: Primary data [Note: percentage shown in the brackets]

It is clear from the table 4.2.37 that majority of the managers have moderate level of Self-
Awareness with 41.1 per cent. 35.8 per cent belongs to the low level and 23.1 per cent belongs
to the high level. With respect to Self-Management, majority of the managers belongs to the
low level with 36.4 per cent, for the Social Awareness and Relationship Management, majority
belongs to the low level with 38.9 respectively. It is concluded that majority of the managers
belongs to low and moderate level of emotional social intelligence as compared to managers
belongs to the high level.

Figure 4.2.28

Levels of Emotional Social Intelligence of Managers in Banks
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Source: Primary data [Note: SEA- Self-Awareness, SEM- Self-Management, SOA- Social
Awareness, REM-Relationship Management]

4.6.2 Effectiveness of ESI in Impression Management

General Hypotheses

Ho: ESI of branch managers is not effective in impression management

Hi: ESI of branch managers is effective in impression management
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Table 4.2.38

ANOVA Table

Elements of ESI Degree of  Sum of Mean Statistic P value
Freedom  Square Square

Self-Awareness 3 3,41245 1,137.48 5,720.23  0.00

Self-Management 2 0.18 0.09 0.46 0.63

Social Awareness 2 0.72 0.36 1.81 0.16

Relationship Management 2 0.57 0.28 1.42 0.24

Residuals 391 77.75 0.20

R-squared: 0.977732333347917 Adjusted R-squared: 0.97721977836104

Source: Primary data

From the table 4.2.38 it is clear that the Self-Awareness Category significantly affects

Impression Management (p = 0.00), while other variables do not show significant effects. The
model fit indices indicate that the model explains about 97.77% (R-squared: 0.9777 and

Adjusted R-squared: 0.9772) of the variance in the dependent variable, Impression

Management.

Table 4.2.38.1

Estimators

Levels of ESI Estimate Std Error Statistic P value
Self-Awareness Category Low 2.85 0.06 47.66 0.00
Self-Awareness Category Medium 2.85 0.06 46.86 0.00
Self-Awareness Category High 2.87 0.07 43.14 0.00
Self-Management Category Medium -0.03 0.05 -0.50 0.62
Self- Management Category High -0.07 0.06 -1.27 0.21
Social Awareness Category Medium 0.08 0.05 1.54 0.13
Social Awareness Category High 0.08 0.06 1.48 0.14
Relationship Management Category Medium 0.09 0.05 1.66 0.10
Relationship Management Category High 0.06 0.06 1.02 0.31

Source: Primary data
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In the regression analysis, the coefficients provide insights into how each level of the
categorical independent variables affects the Impression Management score, compared to the
reference levels. For the Self-Awareness Category, which includes low, medium, and high
levels, the coefficients are notably significant. The estimates for both the low and medium Self-
Awareness Categories are 2.85, indicating that individuals in these categories have, on average,
a 2.85-unit higher Impression Management score compared to the reference level. The high
Self-Awareness Category has a slightly higher estimate of 2.87, showing a similar positive
effect but with a marginally higher impact. All these effects are statistically significant, with p-
values of 0.00, suggesting that higher Self-Awareness consistently correlates with better
impression management.

In contrast, the Self-Management Category does not show significant effects. The estimates for
medium and high Self-Management levels are -0.03 and -0.07, respectively, indicating
negligible and slightly negative impacts on the Impression Management score. Both p-values
(0.62 for medium and 0.21 for high) are well above the conventional significance threshold of
0.05, implying that Self-Management levels do not significantly influence Impression
Management in this dataset.

Similarly, the Social-Awareness Category, which also has medium and high levels, shows
limited impact. The estimates for these levels are 0.08 for both, suggesting a small positive
effect on the Impression Management score. However, the p-values of 0.13 and 0.14 indicate
that these effects are not statistically significant, meaning Social Awareness does not have a
strong influence on Impression Management.

Lastly, for the Relationship-Management Category, the coefficients are 0.09 and 0.06 for
medium and high levels, respectively. These estimates suggest a minor positive effect on the
Impression Management score, but with p-values of 0.10 and 0.31, the effects are not
statistically significant, indicating that Relationship Management does not substantially impact
Impression Management in this analysis.

Overall, the most consistent and significant predictor of Impression Management in this model
is the Self-Awareness Category, while the other categories do not show significant effects.
Thus, regression analysis indicates that Self-Awareness Category is a significant predictor of
Impression Management, explaining a substantial portion of the variance in the dependent
variable. The other categorical variables; Self-Management, Social-Awareness, And
Relationship-Management  Categories—do not significantly influence Impression
Management. The model's high R-squared and Adjusted R-squared values confirm its strong

explanatory power.
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4.6.3 Effectiveness of ESI in Intellectual Stimulation

General Hypotheses

Ho: ESI of branch managers is not effective in intellectual stimulation
Ha: ESI of branch managers is effective in intellectual stimulation

Table 4.2.39

ANOVA Table

Elements of ESI Degree of Sum of Mean Statistic P value
Freedom  Square Square

Self- Awareness 3 3,321.51 1,107.17 3,877.87 0.00

Self-Management 2 2.70 1.35 4.72 0.01

Social Awareness 2 0.22 0.11 0.39 0.68

Relationship Management 2 3.56 1.78 6.24 0.00

Residuals 391 111.63 0.29

R-squared: 0.967544585710213 Adjusted R-squared: 0.966797530138325

Source: Primary data

From the table 4.2.39 it is clear that the self-awareness, self-management, relationship
management category significantly affects intellectual stimulation (p<0.05), while social
awareness category does not show significant effects. The model fit indices indicate that the
model explains about 97% (R-squared: 0.9675 and Adjusted R-squared: 0.9667) of the variance
in the dependent variable, intellectual stimulation

Table 4.2.39.1

Estimators

Levels of ESI Estimate  Std Error  Statistic P value
Self-Awareness Category Low 2.79 0.07 39.00 0.00
Self-Awareness Category Medium 2.87 0.07 39.36 0.00
Self-Awareness Category High 2.84 0.08 35.65 0.00
Self-Management Category Medium 0.14 0.07 2.14 0.03
Self- Management Category High -0.07 0.07 -1.03 0.31
Social Awareness Category Medium -0.02 0.06 -0.36 0.72
Social Awareness Category High 0.05 0.07 0.77 0.44

217



Levels of ESI Estimate Std Error  Statistic P value

Relationship Management Category -0.07 0.06 -1.12 0.26
Medium
Relationship Management Category High ~ 0.18 0.07 2.45 0.01

Source: Primary data

For the Self-Awareness Category, which includes low, medium, and high levels, the
coefficients are notably significant. The estimate for the low Self-Awareness Categories is 2.79
indicating that individuals in this category have, on average, a 2.79-unit higher Intellectual
Stimulation score compared to the reference level. The medium and high Self-Awareness
Category has a slightly higher estimate of 2.87 and 2.84-unit, showing a similar positive effect
but with a marginally higher impact. All these effects are statistically significant, with p-values
of 0.000, suggesting that higher Self-Awareness consistently correlates with better Intellectual
Stimulation.

In contrast, the Self-Management Category shows significant effects. The estimates for
medium Self-Management levels are 0.14 and for the high Self-Management level is -0.07. It
indicates that medium Self-Management levels have a positive influence over the Intellectual
Stimulation of managers. But in the case of high category, there is slightly negative impacts on
the Intellectual Stimulation score. The p-value of medium category (0.03) is below the
conventional significance threshold of 0.05 implying that only medium level Self-Management
show significant influence on intellectual stimulation in this dataset.

Similarly, the Social-Awareness Category, which also has medium and high levels. The
estimates for these levels are -0.02 (small and negative effect) and 0.05 (negligible effect), on
the Intellectual Stimulation score. However, the p-values of 0.72 and 0.44 indicate that these
effects are not statistically significant, meaning Social Awareness does not have a strong
influence on Intellectual Stimulation.

Lastly, for the Relationship-Management Category, the coefficients are -0.07 and 0.18 for
medium and high levels, respectively. These estimates suggest a minor negative effect of
medium level and small positive effect of high level on the Intellectual Stimulation score, but
with p-values of 0.26 and 0.01, the effects are statistically significant for the high-level
Relationship Management Category, indicating that Relationship Management (high level)
substantially impact Intellectual Stimulation in this analysis.

Overall, the most consistent and significant predictor of Intellectual Stimulation in this model

is the Self-Awareness Category with all levels, Self-Management in the medium level and
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Relationship Management in the high level, while the Social Awareness does not show
significant effects. The model's high R-squared and Adjusted R-squared values confirm its
strong explanatory power.

4.6.4 Effectiveness of ESI in Vision

General Hypotheses

Ho: ESI of branch managers is not effective in vision

Ha: ESI of branch managers is effective in vision

Table 4.2.40

ANOVA Table

Elements of ESI Degree of  Sum of Mean Statistic P value
Freedom Square Square

Self-Awareness 3 3,354.64 111821 5,120.13 0.00

Self-Management 2 0.99 0.49 2.26 0.11

Social Awareness 2 0.07 0.03 0.15 0.86

Relationship Management 2 0.79 0.39 1.81 0.17

Residuals 391 85.39 0.22

R-squared: 0.975190086283943 Adjusted R-squared: 0.97461901410122

Source: Primary data

From the table 4.2.40 it is clear that the only Self-Awareness Category significantly affects
vision (p=0.000), while all other elements such as Self-Management, Social Awareness and
Relationship Management Category does not show significant effects. The model fit indices
indicate that the model explains about 97% (R-squared: 0.9751 and Adjusted R-squared:

0.9746) of the variance in the dependent variable, vision.

Table 4.2.40.1

Estimators

Levels of ESI Estimate Std Error Statistic P value
Self -Awareness Category Low 2.93 0.06 46.87 0.00
Self-Awareness Category Medium 2.85 0.06 44.65 0.00
Self-Awareness Category High 2.93 0.07 42.04 0.00
Self-Management Category Medium 0.05 0.06 0.91 0.36
Self-Management Category High 0.15 0.06 2.46 0.01
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Levels of ESI Estimate Std Error Statistic P value

Social Awareness Category Medium 0.01 0.06 0.10 0.92
Social Awareness Category High -0.02 0.06 -0.41 0.68
Relationship Management Category Medium  -0.09 0.05 -1.73 0.09
Relationship Management Category High -0.10 0.06 -1.51 0.13

Source: Primary data

For the Self-Awareness Category, which includes low, medium, and high levels, the
coefficients are notably significant. The estimate for the low and high Self-Awareness
Categories is 2.93 indicating that individuals in this category have, on average, a 2.93-unit
vision score compared to the reference level. All the levels of Self-Awareness Category have
a positive impact on the vision aspect of managers. All these effects are statistically significant,
with p-values of .000, suggesting that higher Self-Awareness consistently correlates with better
Vision.

In contrast, the Self-Management Category shows significant effects. The estimates for
medium Self-Management levels are 0.05 and for the high Self-Management level is 0.15. It
indicates that medium Self-Management levels have a positive influence over the Vision of
managers. The p-value of high category (0.01) is below the conventional significance threshold
of 0.05 implying that only medium level Self-Management show significant influence on
Vision in this dataset.

Similarly, the Social-Awareness Category and Relationship Management, which also has
medium and high levels. The estimates for the medium level Social Awareness only have a
positive impact on the vision aspect. All the other levels in the respective elements shows a
negative impact on the vision. However, the p-values for these levels, both medium and high
indicate that these effects are not statistically significant because its p value is above the
conventional limit of 0.05, meaning Social Awareness except medium level and Relationship
Management does not have a strong influence on Vision.

Overall, the most consistent and significant predictor of vision in this model is the Self-
Awareness Category with all levels, Self-Management in the high level, while the Social
Awareness and Relationship Management does not show significant effects. The model's high

R-squared and Adjusted R-squared values confirm its strong explanatory power.
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4.6.5 Effectiveness of ESI in Inspirational Agenda

General Hypotheses

Ho: ESI of branch managers is not effective in inspirational agenda
Ha: ESI of branch managers is effective in inspirational agenda

Table 4.2.41

ANOVA Table

Elements of ESI Degree of  Sum of Mean Statistic P value
Freedom Square Square

Self-Awareness 3 3,541.23 1,18041 6,505.81  0.00

Self-Management 2 1.55 0.77 4.26 0.01

Social Awareness 2 0.17 0.09 0.47 0.62

Relationship Management 2 0.60 0.30 1.65 0.19

Residuals 391 70.94 0.18

R-squared: 0.980372669901313 Adjusted R-squared: 0.979920889924617

Source: Primary data

From the table 4.2.41, it is clear that the self-awareness and self-management category
significantly affects inspirational agenda (p<0.05), while other elements such as social
awareness and relationship management category does not show significant effects. The model
fit indices indicate that the model explains about 98% (R-squared: 0.9803 and Adjusted R-
squared: 0.9799) of the variance in the dependent variable, inspirational agenda.

Table 4.2.41.1

Estimators

Levels Of ESI Estimate Std Error Statistic P Value
Self-Awareness Category Low 2.98 0.06 52.13 0.00
Self-Awareness Category Medium 2.96 0.06 50.89 0.00
Self-Awareness Category High 2.98 0.06 46.90 0.00
Self-Management Category Medium 0.06 0.05 1.17 0.24
Self-Management Category High -0.10 0.05 -1.85 0.06
Social Awareness Category Medium 0.02 0.05 0.48 0.63
Social Awareness Category High -0.02 0.05 -0.42 0.67
Relationship Management Category Medium  -0.01 0.05 -0.24 0.81
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Levels Of ESI Estimate Std Error Statistic P Value

Relationship Management Category High 0.09 0.06 1.48 0.14

Source: Primary data

For the Self-Awareness Category, which includes low, medium, and high levels, the
coefficients are notably significant. The estimate for the low and high Self-Awareness
Categories is 2.98 indicating that individuals in this category have, on average, a 2.98-unit
Inspirational Agenda score compared to the reference level. All the levels of Self-Awareness
Category have a positive impact on the Inspirational Agenda aspect of managers. All these
effects are statistically significant, with p-values of .000, suggesting that higher Self-
Awareness consistently correlates with better Inspirational Agenda.

In contrast, the Self-Management Category shows significant effects. The estimates for
medium Self-Management levels are 0.06 and for the high Self-Management level is -0.10. It
indicates that medium Self-Management levels have a positive influence and high Self-
Management level have negative influence over the Inspirational Agenda aspect of managers.
But the p-value for both the levels of Self-Management are above the conventional significance
threshold of 0.05 i.e. 0.24 and 0.06 respectively, implying that both the levels of Self-
Management do not show significant influence on Inspirational Agenda in this dataset.
Similarly, in the case of Social-Awareness Category and Relationship Management Category,
which also has medium and high levels. The estimates for the medium level Social Awareness
(0.02) and estimate for the high-level Relationship Management Category (0.09) have a
positive impact on the Inspirational Agenda. The estimates for the high-level Social Awareness
(-0.02) and estimate for the medium level Relationship Management Category (-0.01) shows a
negative impact on the Inspirational Agenda. However, the p-values for these levels, both
medium and high indicate that these effects are not statistically significant because its p value
is above the conventional limit of 0.05, meaning Social Awareness and Relationship
Management does not have a strong influence on Inspirational Agenda.

Overall, the most consistent and significant predictor of Inspirational Agenda in this model is
the Self-Awareness Category with all levels, while all other elements does not show significant
effects. The model's high R-squared and Adjusted R-squared values confirm its strong

explanatory power.
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4.6.6 Effectiveness of ESI in Moulding Follower Expectation

General Hypotheses

Ho: ESI of branch managers is not effective in moulding follower expectation
Ha: ESI of branch managers is effective in moulding follower expectation
Table 4.2.42

ANOVA Table

Elements of ESI Degree of Sum of Mean Statistic P value
Freedom  Square Square

Self-Awareness 3 391427 130476 7,699.87 0.00

Self-Management 2 0.13 0.07 0.39 0.68

Social Awareness 2 0.23 0.12 0.68 0.51

Relationship Management 2 0.60 0.30 1.76 0.17

Residuals 391 66.26 0.17

R-squared: 0.983359061611256 Adjusted R-squared: 0.982976022108702

Source: Primary data

From the table 4.2.42, it is clear that the Self-Awareness significantly affects Moulding
Follower Expectation (p=0.000), while all other elements such as Self-Management, Social
Awareness and Relationship Management Category does not show significant effects. The
model fit indices indicate that the model explains about 98% (R-squared: 0.9833 and Adjusted
R-squared: 0.9829) of the variance in the dependent variable, Moulding Follower Expectation.
Table 4.2.42.1

Estimators

Levels of ESI Estimate Std Error Statistic P value
Self-Awareness Category Low 3.13 0.06 56.67 0.00
Self-Awareness Category Medium 3.12 0.06 55.51 0.00
Self-Awareness Category High 3.14 0.06 51.17 0.00
Self-Management Category Medium 0.03 0.05 0.62 0.54
Self-Management Category High 0.04 0.05 0.86 0.39
Social Awareness Category Medium -0.05 0.05 -1.12 0.26
Social Awareness Category High -0.04 0.05 -0.86 0.39
Relationship Management Category Medium -0.02 0.05 -0.50 0.62

223



Levels of ESI Estimate Std Error Statistic P value

Relationship Management Category High 0.08 0.06 1.37 0.17

Source: Primary data

For the Self-Awareness Category, which includes low, medium, and high levels, the
coefficients are notably significant. The estimate for the low, medium and high are 3.13, 3.12,
3.14 respectively. All the levels of Self-Awareness Category have a positive impact on the
Moulding Follower Expectation aspect of managers. All these effects are statistically
significant, with p-values of .000, suggesting that higher Self-Awareness consistently
correlates with better Moulding Follower Expectation.

In contrast, the Self-Management Category shows significant effects. The estimates for
medium and high levels 0.03 and 0.04 respectively. It indicates that Self-Management levels
have a positive influence over the Moulding Follower Expectation of managers. But with
respect to the p value (0.54 and 0.39), which are above the conventional significance threshold
of 0.05 implying that it does not show significant influence on Moulding Follower Expectation
in this dataset.

Similarly, the Social-Awareness Category and Relationship Management, which also has
medium and high levels. The estimates for the Social Awareness Category for medium and
high levels are -0.05, -0.04 respectively showing negative impact on the Moulding Follower
Expectation aspect. The p value for the Social Awareness Category also above the conventional
limit of 0.05, hence it is concluded that, Social Awareness Category is not statistically
significant in determining Moulding Follower Expectation of managers. In the case of
Relationship Management, the estimate for the medium level is -0.02 and for the high level is
0.08. The p value for the Relationship Management Category is also above the threshold limit
0.05. Hence, it shows that Relationship Management is not statistically significant and does
not have a strong influence on Moulding Follower Expectation of managers in banks.

Overall, the most consistent and significant predictor of Moulding Follower Expectation in this
model is the Self-Awareness Category with all levels, all other elements does not influence the
Moulding Follower Expectation aspect of inspirational leadership. The model's high R-squared

and Adjusted R-squared values confirm its strong explanatory power.
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4.6.7 Effectiveness of ESI in Objectivity

General Hypotheses

Ho: ESI of branch managers is not effective in objectivity
Ha: ESI of branch managers is effective in objectivity

Table 4.2.43

ANOVA Table

Elements of ESI Degree of Sum of Mean Statistic P value

Freedom  Square Square

Self-Awareness 3 2,655.60  885.20 1,630.31 0.00
Self-Management 2 2.57 1.29 2.37 0.10
Social Awareness 2 1.27 0.63 1.17 0.31
Relationship Management 2 2.84 1.42 2.62 0.07
Residuals 391 212.30 0.54

R-squared: 0.926145941008496 Adjusted R-squared: 0.924445975456262

Source: Primary data

From the table 4.2.43, it is clear that the Self-Awareness significantly affects Objectivity
(p=0.00), while all other elements such as Self-Management, Social Awareness and
Relationship Management Category does not show significant effects. The model fit indices
indicate that the model explains about 93% (R-squared: 0.9261 and Adjusted R-squared:
0.9244) of the variance in the dependent variable, objectivity.

Table 4.2.43.1

Estimators

Levels of ESI Estimate Std Error  Statistic P value
Self-Awareness Category Low 2.46 0.10 24.92 0.00
Self-Awareness Category Medium 2.58 0.10 25.66 0.00
Self-Awareness Category High 2.48 0.11 22.53 0.00
Self-Management Category Medium 0.12 0.09 1.34 0.18
Self-Management Category High 0.20 0.09 2.11 0.04
Social Awareness Category Medium -0.09 0.09 -1.04 0.30
Social Awareness Category High -0.13 0.09 -1.43 0.15
Relationship Management Category Medium -0.04 0.09 -0.44 0.66
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Levels of ESI Estimate Std Error Statistic P value

Relationship Management Category High 0.18 0.10 1.79 0.07
Source: Primary data

For the Self-Awareness Category, which includes low, medium, and high levels, the
coefficients are notably significant. The estimate for these levels is 2.46, 2.58 and 2.48
respectively. The estimate for the medium level is high as compared to other levels indicating
on an average 2.58-unit Objectivity score compared to the reference level. All the levels of
Self-Awareness Category have a positive impact on Objectivity. All these effects are
statistically significant, with p-values of 0.00, suggesting that higher Self-Awareness
consistently correlates with better objectivity.

In contrast, the Self-Management Category shows significant effects. The estimates for
medium Self-Management levels are 0.12 and for the high Self-Management level is 0.20. It
indicates that Self-Management levels have a positive influence over Obijectivity aspect of
managers. But the p-value for both the levels of Self-Management are 0.18 and 0.04
respectively, implying that only high levels of Self-Management show significant influence on
Objectivity in this dataset.

Similarly, in the case of Social-Awareness Category and Relationship Management Category,
which also has medium and high levels. The estimates for the medium and high-level Social
Awareness are -0.09 and -0.13 respectively, showing a negative impact on Objectivity. The
estimates for the medium and high level of Relationship Management are -0.04 and 0.18
respectively. It indicates that medium level shows a negative impact and high levels shows a
positive impact on Objectivity. However, the p-values for these levels, for Social Awareness
and Relationship Management respectively are not statistically significant because its p value
is above the conventional limit of 0.05, meaning Social Awareness and Relationship
Management does not have a strong influence on objectivity.

Overall, the most consistent and significant predictor of Objectivity in this model is the Self-
Awareness Category with all levels and Self-Management with high level, while all other
elements does not show significant effects. The model's high R-squared and Adjusted R-

squared values confirm its strong explanatory power.
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4.6.8 Effectiveness of ESI in Dedication and Commitment

General Hypotheses

Ho: ESI of branch managers is not effective in dedication and commitment

Hi: ESI of branch managers is effective in dedication and commitment

Table 4.2.44

ANOVA Table

Elements of ESI Degree of Sum of Mean Statistic P value
Freedom  Square Square

Self-Awareness 3 3,404.26  1,134.75 3,104.74 0.00

Self-Management 2 2.38 1.19 3.25 0.04

Social Awareness 2 0.01 0.00 0.01 0.99

Relationship Management 2 0.48 0.24 0.65 0.52

Residuals 391 142.91 0.37

R-squared: 0.959744907325133 Adjusted R-squared: 0.958818319514202

Source: Primary data

From the table 4.2.44, it is clear that the Self-Awareness and Self-Management significantly

affects Dedication and Commitment (p<0.05), while all other elements such as Social

Awareness and Relationship Management Category does not show significant effects. The

model fit indices indicate that the model explains about 96% (R-squared: 0.9597 and Adjusted

R-squared: 0.9588) of the variance in the dependent variable, Dedication and Commitment.

Table 4.2.44.1

Estimators

Levels of ESI Estimate Std Error  Statistic P value
Self-Awareness Category Low 2.84 0.08 35.04 0.00
Self-Awareness Category Medium 2.85 0.08 34.60 0.00
Self-Awareness Category High 3.00 0.09 33.28 0.00
Self-Management Category Medium 0.01 0.07 0.14 0.89
Self-Management Category High 0.19 0.08 2.44 0.02
Social Awareness Category Medium 0.01 0.07 0.12 0.90
Social Awareness Category High 0.02 0.08 0.20 0.84
Relationship Management Category Medium  -0.08 0.07 -1.11 0.27
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Levels of ESI Estimate Std Error  Statistic P value

Relationship Management Category High -0.02 0.08 -0.28 0.78
Source: Primary data

For the Self-Awareness Category, which includes low, medium, and high levels, the
coefficients are notably significant. The estimate for these levels is 2.84, 2.85 and 3.00
respectively. All the levels of Self-Awareness Category have a positive impact on Dedication
and Commitment. All these effects are statistically significant, with p-values of 0.00,
suggesting that higher Self-Awareness consistently correlates with better Dedication and
Commitment.

In contrast, the Self-Management Category shows significant effects. The estimates for
medium Self-Management levels are 0.01 and for the high Self-Management level is 0.19. It
indicates that Self-Management levels have a positive influence over Dedication and
Commitment of managers. But the p-value for both the levels of Self-Management are 0.89
and 0.02 respectively, implying that only high levels of Self-Management show significant
influence on Dedication and Commitment in this dataset.

Similarly, in the case of Social-Awareness Category and Relationship Management Category,
which also has medium and high levels. The estimates for the medium and high-level Social
Awareness are 0.01 and 0.02 respectively, showing a positive impact on Dedication and
Commitment. The estimates for the medium and high level of Relationship Management are -
0.08 and -0.02 respectively. It indicates a negative impact on Dedication and Commitment.
However, the p-values for these levels, for Social Awareness and Relationship Management
respectively are not statistically significant because its p value is above the conventional limit
of 0.05, meaning Social Awareness and Relationship Management does not have a strong
influence on Dedication and Commitment.

Overall, the most consistent and significant predictor of Dedication and Commitment in this
model is the Self-Awareness Category with all levels and Self-Management with high level,
while all other elements do not show significant effects. The model's high R-squared and
Adjusted R-squared values confirm its strong explanatory power.
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4.6.9 Effectiveness of ESI in Employee Engagement

General Hypotheses

Ho: ESI of branch managers is not effective in employee engagement

Hi: ESI of branch managers is effective in employee engagement

Table 4.2.45

ANOVA Table

Elements of ESI Degree of Sum of Mean Statistic P value
Freedom  Square Square

Self-Awareness 3 4,220.54 1,406.85 7,013.17 0.00

Self-Management 2 0.40 0.20 1.00 0.37

Social Awareness 2 0.38 0.19 0.95 0.39

Relationship Management 2 0.35 0.18 0.88 0.41

Residuals 391 78.43 0.20

R-squared: 0.981759804384309 Adjusted R-squared: 0.981339953334332

Source: Primary data

From the table 4.2.45, it is clear that the self-awareness significantly affects employee

engagement (p=0.00), while all other elements such as self-management, social awareness and

relationship management category does not show significant effects. The model fit indices

indicate that the model explains about 98% (R-squared: 0.9817 and Adjusted R-squared:

0.9813) of the variance in the dependent variable, employee engagement.

Table 4.2.45.1

Estimators

Levels of ESI Estimate Std Error Statistic P value
Self-Awareness Category Low 3.08 0.06 51.33 0.00
Self-Awareness Category Medium 3.18 0.06 52.01 0.00
Self-Awareness Category High 3.15 0.07 47.17 0.00
Self-Management Category Medium 0.06 0.05 1.10 0.27
Self-Management Category High 0.06 0.06 1.08 0.28
Social Awareness Category Medium 0.07 0.05 1.26 0.21
Social Awareness Category High 0.04 0.06 0.78 0.44
Relationship Management Category Medium 0.05 0.05 0.86 0.39
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Levels of ESI Estimate Std Error Statistic P value

Relationship Management Category High 0.08 0.06 1.30 0.20
Source: Primary data

For the Self-Awareness Category, which includes low, medium, and high levels, the
coefficients are notably significant. The estimate for these levels is 3.08, 3.18 and 3.15
respectively. All the levels of Self-Awareness Category have a positive impact on Employee
Engagement. All these effects are statistically significant, with p-values of 0.00, suggesting
that higher Self-Awareness consistently correlates with better Employee Engagement.
Similarly, in the case of Self-Management, Social Awareness and Relationship Management
Category show significant effects for both medium and high levels. The estimates for Self-
Management are 0.06 for both levels, for Social Awareness, the estimates are 0.07 and 0.04
and for the Relationship Management, the estimates are 0.05, 0.08 for medium and high levels
respectively. It indicates that these elements have a positive influence on Employee
Engagement. But with respect to the p-value for each level does not show significant influence
on Employee Engagement in this dataset since its p value is above the conventional limit 0.05.
Overall, the most consistent and significant predictor of Employee Engagement in this model
is the Self-Awareness Category with all levels while all other elements does not show
significant effects. The model's high R-squared and Adjusted R-squared values confirm its
strong explanatory power.

4.6.10 Effectiveness of ESI in Team Work

General Hypotheses

Ho: ESI of branch managers is not effective in team work

Hi: ESI of branch managers is effective in team work

Table 4.2.46

ANOVA Table

Term Degree of Sum of Mean Statistic P value
Freedom  Square Square

Self- Awareness 3 3,717.60  1,239.20 8,019.43 0.00

Self- Management 2 0.00 0.00 0.01 0.99

Social Awareness 2 0.54 0.27 1.74 0.18

Relationship Management 2 0.01 0.00 0.02 0.98

Residuals 391 60.42 0.15

R-squared: 0.984010020093928 Adjusted R-squared: 0.983641964290464
Source: Primary data
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From the table 4.2.46, it is clear that the Self-Awareness significantly affects Team Work
(p=0.00), while all other elements such as Self-Management, Social Awareness and
Relationship Management Category does not show significant effects. The model fit indices
indicate that the model explains about 98% (R-squared: 0.9840 and Adjusted R-squared:
0.9836) of the variance in the dependent variable, Team Work.

Table 4.2.46.1

Estimators

Levels of ESI Estimate Std Error Statistic P value
Self-Awareness Category Low 3.06 0.05 58.14 0.00
Self-Awareness Category Medium 3.10 0.05 57.80 0.00
Self-Awareness Category High 3.05 0.06 52.07 0.00
Self-Management Category Medium 0.00 0.05 0.03 0.98
Self-Management Category High -0.01 0.05 -0.16 0.87
Social Awareness Category Medium -0.08 0.05 -1.69 0.09
Social Awareness Category High 0.00 0.05 -0.05 0.96
Relationship Management Category Medium 0.01 0.05 0.17 0.87
Relationship Management Category High 0.00 0.05 -0.01 1.00

Source: Primary data

For the Self-Awareness Category, which includes low, medium, and high levels, the
coefficients are notably significant. The estimate for these levels is 3.06, 3.10 and 3.05
respectively. All the levels of Self-Awareness Category have a positive impact on Team Work.
All these effects are statistically significant, with p-values of 0.00, suggesting that higher Self-
Awareness consistently correlates with better Team Work.

Similarly, in the case of Self-Management, Social Awareness and Relationship Management
category show negligible effects for both medium and high levels. Self-Management in the
high-level category and Social Awareness in the medium level category have a negative impact
on Team Work. All other levels in the respective area such as Self-Management, Social
Awareness and Relationship Management have a positive influence on team work. But with
respect to the p-value for each level of Self-Management, Social Awareness and Relationship
Management does not show significant influence on Team Work in this dataset since its p value

is above the conventional limit 0.05.
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Overall, the most consistent and significant predictor of Team Work in this model is the Self-
Awareness Category with all levels, while all other elements does not show significant effects.
The model's high R-squared and Adjusted R-squared values confirm its strong explanatory

power.
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5.1 Introduction

This chapter deals with a brief summary of the research work done by the researcher followed
by important findings with respect to each objective along with the socio-demographic profile
of respondents which are drawn from the data analysis. A summary of observations made out
of the study is presented as a conclusion. Chapter begins with summarizing the work carried
out, later discussed the findings derived from analysis of data and finally presented a
comprehensive conclusion that addresses the research objectives and its findings.

5.2 Summary

Today the concept emotional social intelligence became very important in the workplace
especially for the leaders. Being an emotionally socially intelligent one is not an easy task.
Because people are working in a dynamic work environment. Each person is different from
one another, their behaviour, attitude, culture are entirely different. People working in an
organization demanding such a leader who is capable of inspiring and motivating them for the
achievement of desired goals. Therefore, today’s leaders are most influential. In this study it
also found out that emotional social intelligence especially the Self-Awareness element
influences the inspirational leadership pattern of branch managers in banks. Being emotionally
socially intelligent helps individuals to engage in inspirational leadership pattern in the
organization.

5.2.1 Significance of the Study

Today the leadership role became very dynamic and complex. Because we operate in the era
knowledge workers. These workers demanding such a leadership style which is more
influential in nature. There is a shift in the leadership style preferred by the people in the
organization. That means today people give more importance to the human beings, their
emotions, feelings, attitude, behaviour etc rather than on tasks. Many studies supported that
emotional intelligence could play a remarkable role in determining the leadership in any type
of organization. Being an emotionally socially intelligent helps to better aware and understand
the people around them. It is believed that ESI may be a predictor of leader’s ability to engage

in inspirational leadership pattern in the organization.

In this study, it is found that emotional social intelligence especially the Self-Awareness
component of ESI greatly influences the inspirational leadership pattern of branch managers in
banks. Bank, is one of the leading service sectors operating in India. To led a bank branch is
not an easy task for an individual. Even though the sector is technologically advanced, the

duties and responsibilities of a branch manager is not reduced. It became more challenging.

239



Because the human involvement and participation is very high in this sector. Still there are
many people seeking banking services directly from the banks. Therefore, the branch manager
has to deal with many people with different behaviour. The attitude and behaviour of the branch
manager is very important along with their emotional social intelligence. The leadership role
undertaken by the branch manager is also important. Inspirational leadership is the most
suitable leadership style, that can be adopted in this modern business world. The present study
also found that inspirational leadership pattern of branch managers is at the moderate level
from the perspective of employees working in the banks. ESI of branch managers also had a
significant role in predicting the inspirational leadership style of branch managers in banks in
Kerala. This study also supports the role of ESI especially Self-Awareness in inspirational
leadership, but not all the elements of ESI. Other elements such as Self-Management, Social
Awareness and Relationship Management can be improved among the branch managers in
banks by the way of suitable measures.
5.2.2 Statement of the Problem
There is very little literature on the concept emotional social intelligence and no studies found
with respect to inspirational leadership in Kerala. This study titled “Effectiveness of Emotional
Social Intelligence in Inspirational Leadership in Banks in Kerala” was undertaken to explore
the concepts emotional social intelligence as well as inspirational leadership in banks in Kerala.
Some authors argued that it is very premature to draw conclusions on research on emotional
intelligence in India. Because the number of studies conducted in India is very limited.
Therefore, it requires many more researches in the field of emotional intelligence in different
areas to reach a particular conclusion regarding the same. Therefore, the present study is an
attempt in this direction to understand the concept emotional social intelligence as well as the
inspirational leadership pattern and how much ESI is effective in predicting the inspirational
leadership of branch managers in banks in Kerala.
5.2.3 Objectives of the Study

1. To assess managerial skills of bank managers in Kerala

2. To assess leadership skills of bank managers in Kerala

3. To assess ESI competencies of bank managers in Kerala

4. To examine the inspirational leadership pattern of managers in banks

5. To evaluate the effectiveness of ESI competencies on inspirational leadership style of

managers in banks.
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5.2.4 Scope of the Study

This study is based on three districts in Kerala randomly selected for the study. The study
intends to evaluate the effectiveness of emotional social intelligence in inspirational leadership
in banks in Kerala. The concept ESI was studied under four elements; Self-Awareness, Self-
Management, Social Awareness and Relationship Management. The inspirational leadership
pattern of the branch managers was studied under nine elements identified from different
literature review i.e. Impression Management, Intellectual Stimulation, Inspirational Agenda,
Moulding Follower Expectation, Dedication and Commitment, Vision, Objectivity, Employee
Engagement and Team Work. Along with these constructs, it also studied about the managerial
as well as leadership skills of branch managers in banks.

5.2.5 Research Methodology

The present study titled “Effectiveness of Emotional Social Intelligence in Inspirational
Leadership in Banks in Kerala™ is descriptive in nature. The sample group for the study include
Branch Managers and employees subject to certain conditions working in banks. Multi-stage
stratified random sampling and purposive sampling method were adopted for the selection of
required number of Branch Managers and employees respectively. The data was collected from
both primary and secondary sources. The primary data was collected through two structured
questionnaires from the Branch Managers and employees working in the banks. Secondary
data was collected from journals, articles, newspapers and different websites such as RBI,
SLBC and IFSC. Factor analysis has been done for some of the constructs and then analyzed
using mean, standard deviation, percentage analysis, Kruskal Wallis test, MANOVA and
Regression model.

5.2.6 Summary of Chapters

The research work is documented in eight chapters. The first three chapters offer the
introduction including the detailed explanation of research methodology followed by the
researcher. The second chapter deals with the literature review divided into three major areas
such as literature on managerial skills, literatures on emotional social intelligence and
literatures on leadership and leader behaviour. Third chapter gives the theoretical background
of the study. Fourth chapter deals with the socio-demographic profile of Branch Managers and
employees in banks, the details on factor analysis, its reliability and validity, measurement
model used for the study and normality of the data. Fifth chapter deals with the second part of
data analysis and interpretation deals with the results of data analysis. Sixth chapter deals with

the summary, findings and conclusion of the study and the seventh chapter gives the
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suggestions, implications and scope for further research. The final chapter gives the details
regarding the recommendations based on the study.

5.3 Major Findings of the Study

Key insights from the data analysis are combined in this chapter's findings to provide a clear
understanding on the results of different areas covered in this research. The findings are
organized into;

e Socio-Demographic Profile of Branch Managers

e Socio-Demographic Profile of Employees

e Managerial Skills of Branch Managers in Banks

e Leadership Skills of Branch Managers in Banks

e Emotional Social Intelligence of Branch Managers in Banks

e Inspirational Leadership Pattern of Branch Managers

e Effectiveness of ESI in Inspirational Leadership in Banks

5.3.1 Findings on Socio-demographic Profile of Branch managers in Banks in Kerala
The socio-demographic profile of the branch managers in banks includes; gender, educational
qualification, marital status, type of family, length of service as branch manager in banks,
region and type of banks where the branch managers are working. The following findings were
drawn based on the analysis of socio-demographic profile of branch managers in banks.

1. Gender-wise analysis reveals that majority of the respondents were male, constituting
61.7 per cent of the total followed by female respondents

2. Majority of the respondents belongs to the below 35 years age group, constituting 41.9
per cent followed by 36-40 with 22.8 per cent; 51 and above with 15.8 per cent; 41-45
with 12.2 per cent and 46-50 with 7.2 per cent

3. More than 50 per cent of the respondents are post graduate and 48.6 per cent belongs
to under graduate category

4. Marital status of the respondents shows that 74.4 per cent were married, followed by
respondents belongs to unmarried category with 18.3 per cent and widow/widower
category with 7.2 per cent respectively.

5. More than 50 per cent of the respondents belongs to the nuclear family with 60.6 per
cent; followed by respondents from extended family with 22.2 per cent; from joint
family with 16.1 per cent and only 1.1 per cent from the blended family.

6. From the central region, 39.7 per cent are taken from; followed by southern region (32.5

per cent); and northern region (27.8 per cent)
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7.

More than 50 per cent of the respondents are taken from the public sector banks
constituting 61.1 per cent of the total; followed by old private sector banks with 28.1
per cent and new private sector banks with 10.8 per cent

Length of service as a branch in banks of the respondents shows that; 47.8 per cent
having 01-05 years of experience followed by 06-10 years with 29.4 per cent; 11-15
years with 15.6 per cent; 16-20 years with 4.4 per cent and 21 and above with 2.8 per
cent. It indicates that majority of the respondents have 01-05 years of experience as

branch managers in banks

5.3.2 Findings on Socio-Demographic Profile of Employees in Banks in Kerala

The socio-demographic profile of the employees in banks includes; gender, educational

qualification, marital status, length of service, the number of years in which the employees

know about the branch managers, region and type of banks where the employees are working.

The following findings were drawn based on the analysis of socio-demographic profile of

employees in banks.

1.

A significant portion of the respondents, 55.5 per cent were female; which indicates
that majority of the respondents were female

According to the data collected, majority of the respondents belongs to the age group
of below 30 with 52.8 per cent followed by 31-40 with 35.8 per cent; 41-50 with 8.3
per cent and 51 and above with 3.3 per cent respectively.

Educational qualification of the respondents reveals that, majority of the respondents
were degree holders with 64.3 per cent and 35.8 per cent were post graduate

With respect to marital status, 52.3 per cent of the respondents were married followed
by unmarried group with 45.5 per cent and 2.3 per cent in the widow/widower category
Length of service of respondents shows that majority of the respondents have 01-05
years of experience constituting 61.8 per cent of the total. Only 1 per cent belongs to
the 21 and above years

It is clear that, 71 per cent of the respondents know about their present branch managers
for a period of 01-03 years; followed by 04-06 years with 25 per cent and 07-09 years
with 4 per cent only

Region wise analysis shows that; 39.25 per cent of respondents are taken from the
central region followed by 32.5 per cent from the southern region and 28.25 per cent

from the northern region
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8.

Type of banks where employees working reveals that 61 per cent of the respondents
were taken from the public sector banks followed by 29.25 per cent from the old private

sector banks and 9.75 per cent from the new private sector banks

5.3.3 Findings on Managerial Skills of Managers in Banks in Kerala

The managerial skills of the branch managers in banks were assessed on the basis of skills

identified by Robert Katz in the year 1955. The skills include Conceptual Skills, Interpersonal

Skills and Technical Skills. The major findings are listed below;

1.

It is evident from the analysis that, majority of the branch managers have moderate
level of conceptual skill, interpersonal skills and technical skills

There is no significant difference between different socio-demographic variables such
as gender, age group, educational qualification, marital status, type of family, length of
service, region and type of banks where they are working with respect to conceptual,
interpersonal and technical skills of branch managers in banks

Based on the mean and standard deviation, gender wise analysis of managerial skills of
branch managers shows that; male branch managers have more interpersonal skills
compared to female and female branch managers have more technical skills as
compared to male branch managers. Both male and female branch managers have same
level of conceptual skills

The mean score of the branch managers belongs to the age group of 41-45 are high with
respect to conceptual and interpersonal skills. That means of the conceptual and
interpersonal skills of branch managers in 41-45 years of age are high. Managers
belongs to 46-50 have more technical skills since their mean value is high compared to
other categories.

Based on the mean score, the conceptual and interpersonal skills of branch manager
having UG qualification are high and branch managers with PG qualification have high
technical skills.

The conceptual skills of married branch managers are high with mean and SD
20.40+3.12 and the interpersonal and technical skills of the branch managers belongs
to the unmarried category are high with mean and SD 9.57+1.13 and 14.98+2.29
respectively

The conceptual skills of branch managers from the extended family are high with mean
and SD 20.79+3.16 and branch managers from the nuclear family have more
interpersonal and technical skills with mean and SD 9.44+1.20 and 14.8142.25

respectively
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8.

10.

Branch managers with 11-15 years of experience have more conceptual skills with
mean and SD 20.6443.25 and branch managers with 01-05 years of experience have
more interpersonal and technical skills with mean and SD 9.46+1.29, 14.92+2.29
respectively

Region wise analysis depicts that, branch managers in southern region have more
conceptual and technical skills with mean and SD 20.36+3.02, 15.12+2.19 respectively
and branch managers in the northern region have more interpersonal skills with mean
and SD 9.39+1.38.

The conceptual and interpersonal skills of branch managers working in the new private
sector banks are high based on the mean score (20.587+2.815, 9.506+1.210
respectively) technical skills are high for the branch managers in the old private sector

banks with mean and SD 14.878+2.120.

5.3.4 Findings on the Leadership Skills of Branch Managers in Banks

The leadership skills of the branch managers are identified from different literature reviews. It

identified seven skills that best explain the leadership skills of branch managers in banks. They

are Decision-Making, Communication, Delegation, Conflict Resolution, Cognitive Skills,

Strategic Skills and Problem-Solving Skills. In order to know the level of leadership skills of

branch managers, it was divided into three levels; low, medium and high. The Kruskal Wallis

H test was performed to test the relationship between socio-demographic variables and

different leadership skills of branch managers in banks. The major findings are listed below;

1.

It is clear from the analysis that branch managers in banks have moderate level of
decision-making, communication, delegation, conflict resolution, cognitive skills,
strategic skills and problem-solving skills.

There is significant difference found between region and delegation skills of the branch
managers in banks, since its p value is less than 0.05. Based on the mean and SD,
delegation skills of the branch managers in the southern region are high (13.59+1.52)
followed by central region (13.3041.93) and northern region (11.7843.46) respectively
There is significant difference found between region and cognition skills of the branch
managers in banks, since its p value is less than 0.05. Based on the mean and SD,
cognition skills of the branch managers in the southern region are high (10.55+1.80)
followed by central region (10.53+1.87) and northern region (8.14+1.66) respectively
There is significant difference found between type of banks and delegation skills of the
branch managers in banks, since its p value is less than 0.05. Based on the mean and

SD, branch managers working in the old private sector banks have more delegation
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skills (13.53+2.28) followed by public sector banks (12.824+2.41) and new private
sector banks (12.42+2.99) respectively

There is significant difference found between type of banks and cognitive skills of the
branch managers in banks, since its p value is less than 0.05. Based on the mean and
SD, branch managers working in the old private sector banks have more cognitive skills
(10.44+1.91) followed by public sector banks (9.76+2.13) and new private sector banks
(9.07+1.92) respectively

There is significant difference found between gender and problem-solving skills of
branch managers in banks, since its p value is less than 0.05. Based on the mean and
SD, female branch managers have more problem-solving skills (10.63+1.28) as
compared to male branch managers in banks

There is significant difference found between marital status and delegation skills of the
branch managers, since its p value is less than 0.05. Based on the mean and SD, branch
managers who were married have more delegation skills (13.08+2.57) followed by
branch managers belongs to unmarried (12.95+2.18) and widow/widower with
(11.90£1.83) respectively

There is significant difference found between length of service and conflict resolution
skills of branch managers, since its p value is less than 0.05. Based on the mean and
SD, branch manager with 06-10 years of experience in banks as branch managers have
more conflict resolution skills (12.48+2.10) followed by 21 and above (12.464+2.13),
11-15 (12.43£1.83). It is clear that branch managers with a greater number of years of

experience have more conflict resolution skills

5.3.5 Findings on Emotional Social Intelligence of Managers in Banks

The emotional social intelligence of managers in banks are assessed on the basis of four

elements based on the Goleman Model of Emotional Intelligence, which is found to be more

suitable in the workplace. The variables are; Self-Awareness, Self-Management, Social

Awareness and Relationship Management. Permutation based Multivariate Analysis of

Variance was adopted to test the relationship between socio-demographic variables and ESI.

The major findings are given below;

1.

It was found that there is significant difference between ESI of branch managers in
banks working in different regions. There is significant difference between self-
awareness of branch managers working in central and southern region and between

northern and southern region respectively. In the case of self-management, there is
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significant difference between central and northern region and northern and southern
region respectively.

There is significant difference between ESI and educational qualification of branch
managers in banks. Among the ESI, self-management and relationship management
makes a difference among the degree and PG holding branch managers in banks
Gender, age, marital status, type of family, type of banks and length of service of branch

managers does not make any significant difference in the ESI

5.3.6 Findings on Inspirational Leadership Pattern of Branch Managers in Banks

The inspirational leadership pattern of branch managers in banks was assessed from the

perspective of employees working in banks subject to certain conditions. The socio-

demographic factors of employees were taken into consideration to know whether these factors

make any significant influence on determining the inspirational leadership pattern of their

branch managers in banks. The important findings are as follows;

1.

Majority of the employees working in banks were rated their branch managers
inspirational leadership pattern at the moderate level

There is no significant difference found between gender, age group, marital status,
length of service, the number of years in which the employee knows about their present
branch manager with any of the elements of inspirational leadership pattern of branch
managers in banks as perceived by employees in banks

There is significant difference between education qualification and vision aspect of
inspirational leadership of branch managers from the perspective of employees working
in banks

There is significant difference between region where the employees are working and
the dedication and commitment of their branch managers from the perspective of
employees. The results of post-hoc shows that there is difference between central and
northern region.

There is significant difference between southern and central region and southern and
northern region with respect to the inspirational agenda of managers as perceived by
employees respectively.

There is significant difference between southern and central region and northern and
central region with respect to intellectual stimulation of managers as perceived by the

employees respectively.
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7.

10.

There is significant difference between northern and southern region and northern and
central region with respect to objectivity of managers as perceived by employees in
banks respectively.

There is significant difference between old private sector banks and new private sector
banks with respect to the element inspirational agenda as perceived by employees in
banks

There is significant difference was found between new private sector banks and old
private sector banks and new private sector banks and public sector banks with respect
to intellectual stimulation of managers as perceived by employees respectively.

There is also significant difference between old private sector banks and new private
sector banks with respect to team work by the managers as perceived by the employees

in banks.

5.3.7 Findings on Effectiveness of Emotional Social Intelligence in Inspirational

Leadership

The effectiveness of ESI in inspirational leadership in banks was assessed using a Regression

model without an intercept. The important findings are as follows;

1.

The level of emotional social intelligence of branch managers was divided into three
groups; low, moderate and high. The results reveal that; Self-Awareness of majority of
the branch managers belongs to the moderate level. With respect to other elements such
as Self-Management, Social Awareness and Relationship Management, majority of the
branch managers belongs to the low-level group.

The Self-Awareness of branch managers influences all the elements (Impression
Management, Inspirational Agenda, Intellectual Stimulation, Moulding Follower
Expectation, Objectivity, Employee Engagement, Dedication and Commitment, Vision
and Team Work) of inspirational leadership pattern. It can be concluded that Self-
Awareness is more effective in predicting the inspirational leadership of Branch
Managers in banks

Self-Awareness, Self-Management and Relationship Management category
significantly affects Intellectual Stimulation of branch managers in banks

The most consistent and significant predictor of Dedication and Commitment of branch
manager is the Self-Awareness category with all levels and Self-Management with high

level, while all other elements do not show significant effects.
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5. Social Awareness of branch managers does not influence any of the elements of
inspirational leadership. It means that social Awareness of branch managers does not
predict their inspirational leadership in banks

5.4 Conclusion

The study on “Effectiveness of Emotional Social Intelligence in Inspirational Leadership in
Banks in Kerala” supports the existing literature review that there exists a positive relationship
between Emotional Social Intelligence and leadership. Among the ESI, Self-Awareness
followed by Self-Management is the most influencing and powerful element in predicting the
inspirational leadership pattern of branch managers in banks. That means only the intrapersonal
intelligence of branch managers influence the inspirational leadership pattern. Branch
managers in banks who have the ability of Self-Awareness are rated by their employees as
inspirational leaders. Another major finding of the study was Social Awareness of the branch
managers in banks does not influence any of the elements of inspirational leadership and the
Relationship Management element of ESI influences only one characteristics of Inspirational
Leadership. Therefore, it is very clear that the impact of interpersonal intelligence of branch
managers on their inspirational leadership is very limited. The level of Emotional Social
Intelligence of branch managers shows that, majority of them have low level of ESI. But by
improving the ESI of branch managers can influence the inspirational leadership pattern in a
positive manner. To conclude, not all the elements of ESI influence the inspirational leadership
pattern of branch managers, but even though there is one element i.e. Self-Awareness
influences the inspirational leadership, its effectiveness in predicting that leadership style is
very high. Along with these findings, the level of managerial and leadership skills among the

branch managers are at the moderate level.

Many studies are invited in the field of Emotional Social Intelligence as well as Inspirational

Leadership in Kerala, to explore the concept in detail very well in Kerala.
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CHAPTER VI

SUGGESTIONS, IMPLICATIONS AND
SCOPE FOR FURTHER RESEARCH
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6.1 Introduction

This chapter deals with the suggestions, implications and scope for further research generated
from the research findings. This chapter will extract the valuable insights gathered from the
study, outline the practical suggestions to improve the Emotional Social Intelligence of branch
managers in banks. It also covers the major implications and scope for further research.

6.2 Suggestions

This section divides into two; the first part deals with the suggestions to improve the
intrapersonal intelligence such as Self-Awareness and Self-Management of branch managers.
The second part includes the suggestions to improve the interpersonal intelligence such as
Social Awareness and Relationship Management of branch managers in banks. Following are
the suggestions based on the research findings offered by the researcher to improve ESI among
branch managers in banks.

6.2.1 Suggestions to Improve the Intrapersonal Intelligence of Branch Managers in Banks

e The level of Emotional Social Intelligence among the branch managers ranges between
low and moderate level. Therefore, it is very essential to conduct focused training
programs and awareness programs to enhance the level of understanding on ESI and
the benefits of being emotionally socially intelligent in the workplace.

e The authorities can arrange for conducting workshops to improve the Self-Awareness
and Self-Management abilities among the branch managers. That means learn how to
aware and understand the emotions and feelings in the workplace and learn to manage
and control these emotional impulses arises in a situation.

e Refresher courses aiming at improving the intrapersonal intelligence can be arranged
periodically for the branch managers. It will be a great relaxation to them to come out
of the mental stress or pressure from the work environment and it will help to know
more about oneself.

e Branch managers can engage in Yoga and meditation whenever possible in banks. For
doing meditation there is no requirement for fixed time. It will bring energy and
positivity to them and also to the organization

e Arrange facilities for the branch managers for seeking expert counselling to improve
the Self-Awareness and Self-Management abilities.

e Spiritual talks not related with religious aspects can be arranged for the branch
managers as well as to the employees working in the banks to improve the Self-

Awareness and Self-Management capabilities
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e In banks, put up posters on the wall focusing on improving the emotional intelligence
of people in the banks. Like poster with positive quotes on life, quotes on releasing
stress or pressure, quotes on optimism towards life etc.

6.2.2 Suggestions to Improve Interpersonal Intelligence of Branch Managers in Banks
Following are the suggestions to improve the Social Awareness and Relationship Management
of branch managers in banks.

e Branch managers in banks can engage in friendly talk with their employees as well as
customers coming in banks. This kind of interaction helps to know more about them;
like their behavior, emotions, feelings etc.

e Branch managers in banks are required to engage in group discussion with their
employees in the banks. It helps to know the opinions, suggestions, ideas of them and
also helps to build a positive and collaborative relationship with them.

e Effective feedback system must be ensured by the branch managers in banks. Then only
the communication done by them with others will be completed.

e Inbanks, the higher authorities must grant permission to celebrate the successful events,
festivals etc. Because, these celebrations bring cooperation between the people in the
banks

e Small games or competitions can be conducted during times of banking hours, when
the customers are not there in the banks. It may help to make the job easier and more
comfortable to do the same.

e Arrangement for the family gatherings also one of the measures to improve the
interpersonal intelligence of branch managers in banks.

e During holidays, make arrangement for conducting tours, may be a great relaxation to
the people working in the banks.

6.3 Implications of the Study

All of the research objectives are analyzed properly and research questions are adequately
answered in this study. By doing this research, it came to understand that there exists huge
research gap in the field of Emotional Social Intelligence as well as Inspirational Leadership
in Kerala. Studies conducted in the area of emotional intelligence in Kerala as well as in India
is not enough to reach a particular conclusion. Following is some of the implications found
after data analysis.

e There is not much literature support for the concept of Inspirational Leadership, this

study may help others to know more about the concept and the model of Inspirational
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Leadership will give an insight to the research aspirants to explore the concept very
well

This study contributes to current knowledge on the interrelationships on managers’
Emotional Social Intelligence and their leadership style showing that the capacity of
managers’ Emotional Social Intelligence in predicting the Inspirational Leadership style
This study can be used as a reference for studying the interrelationship between
Emotional Social Intelligence and Inspirational Leadership

It is also helpful to the branch managers in banks that being an emotionally socially
intelligent is helpful not only to the professional life but also to the personal life

This study will be a guideline for the branch managers in banks to give more importance
to the concept Emotional Social Intelligence, because it has a major role in determining
the Inspirational Leadership style of them

The study may help the branch managers to understand the strengths and weaknesses
in the area of Emotional Social Intelligence and take measure to improve the same.
The study’s findings and recommendations may help the authorities take measures to

improve ESI among branch managers as well as employees working in banks

6.4 Scope for Further Research

Now-a-day the concept emotional social intelligence became very important in the workplace

like in the area of banking. The human participation as well as involvement is very high in this

sector. The current study is intended to explore the effectiveness of emotional social

intelligence in inspirational leadership in banks. However, there is a necessity to conduct as

many researches as possible in these fields to explore more. Here researcher suggests some

unexplored areas for further research in this field;

Impact of ESI on the performance of branch managers (financial as well as non-
financial aspects may consider) in banks can be done. Financial aspects include
profitability, growth rate etc. Non-financial aspects include; job satisfaction, employee
engagement etc.

In this study, not all the elements influence inspirational leadership, therefore, studies
can be done to improve the concept of ESI in banks, because the relevance of emotional
intelligence is increasing day by day

Similar studies can be done in other sectors like education, IT, defence etc.
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e Other than emotional social intelligence, there may be other elements influences
inspirational leadership, further studies can be conducted to explore those factors that
determine such leadership

e Many studies can be conducted to explore the characteristics of inspirational leadership

in other areas like education, software industry and defence.
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CHAPTER VII

RECOMMENDATIONS
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7.1 Introduction

This chapter discussed about the important recommendations based on the findings of the study

to create awareness as well as to improve the emotional social intelligence among the branch

managers in banks.

7.2 Recommendations

While recruiting and selecting people in the banks, the authorities must give due
consideration to emotional social intelligence. Along with the academic excellence and
other qualification, ESI must be taken into consideration as one of the criteria in the
selection process. Because in this modern business world, to develop inspirational
leaders, emotional social intelligence is one of the unavoidable criteria.

The higher authorities must implement training programs only for improving the
emotional social intelligence of branch managers in banks periodically. And make it
compulsory for the branch managers to attend the same. Along with this, a feedback
system should be ensured to check whether the branch managers are attending the
program and whether they get benefits from the same.

It is recommended to change the work environment, such as its layout in the sense, as
mentioned in the suggestions part that put up some posters, quotes on the wall that will
bring positivity and energy in the organization. Facilities can be arranged for doing
meditation and yoga etc.

It is recommended to make arrangement for expert talks including counselling in the
banks. It helps to know the problems or difficulties faced by the branch managers in
banks and provide possible solutions to it

To improve interpersonal intelligence such as social awareness and relationship
management among the branch managers, it is recommended to engage in group
discussion, participative decision-making, accept criticisms and feedbacks etc. It may

help to better understand the people around and create relationship with them.
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EFFECTIVENESS OF EMOTIONAL SOCIAL INTELLIGENCE IN
INSPIRATIONAL LEADERSHIP IN BANKS IN KERALA

Sangeetha U

Full-Time PhD Research Scholar

Post Graduate Department of Commerce and
Research

Vimala College (Autonomous), Thrissur
University of Calicut, Kerala.

Contact Number (mobile): 9061 7#H##H#

E-mail Id: sangeethaunnikrishnan94@gmail.com

Dear participants,

This questionnaire has been structured to gather data for the purpose of research conducted to
obtain a PhD degree from the University of Calicut. My name is Sangeetha U, PhD Research
Scholar from the Department of Commerce, Vimala College (Autonomous), Thrissur. I am
doing research under the guidance of Dr. Salini K, Assistant Professor from the Department of
Commerce, Vimala College (Autonomous), Thrissur. My research topic is “Effectiveness of
Emotional Social Intelligence in Inspirational Leadership in Banks in Kerala”. My research
objective is to evaluate how far emotional social intelligence of branch managers in banks
influences their inspirational leadership pattern. Along with this objective this study also
attempts to assess the managerial skills, leadership skills, emotional social intelligence and
inspirational leadership pattern of branch managers in banks. The result of this study may
contribute to know and understand the importance of having emotional social intelligence
competencies will improve the leadership pattern followed by the managers in the banks. It
may also help the managers in banks to be emotionally socially intelligent helps them to be

successful in personal as well as professional life in different ways.
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Your participation in this survey is greatly appreciated, and I request your cooperation in filling

this questionnaire based on the instructions given. I assure you that your personal information

will be treated with complete confidentiality and will only be used for academic purposes.

I look forward to your support and cooperation in this matter. Thank you for dedicating your

time to filling out this questionnaire.

QUESTIONNAIRE TO THE BRANCH MANAGERS

Section I

Demographic Profile of Branch Managers in Banks

[Please give a tick mark in the required box]

1
2)
3)
4)
5)

Gender: Male Female

Age: --- (In years)

Educational qualification: Degree PG

Marital status: Married Unmarried Widow/Widower Separated
Type of family: Nuclear family Extended family Joint family
Blended family Others

[Nuclear family- A couple with their children; Extended family- A nuclear family with
grandparents and relatives; Joint family- An extended family with 3 or more generation;
Blended family- A family with 2 adults with their children & one or more children that

have had with previous partners]

6) Name of bank: -----------------
7) Total length of service as a manager: (Please mention in years)
In public sector banks In private sector banks
Section II

Assessment of Managerial Skills, Leadership Skills and Emotional Social Intelligence of

Branch Managers in Banks

8)

Following are the statements relating to your managerial skills, leadership skills and
emotional social intelligence competencies. Choose the most relevant one (give a tick
mark in the required column) according to your experiences, activities etc. against
each statement. [5- Strongly agree, 4-Agree, 3- Neither agree nor disagree, 2-

Disagree, 1- Strongly disagree]
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Sl no

Statements

8.1.1 | I am comfortable thinking outside the box

8.1.2 | I transform my thoughts into action-driven solutions

8.1.3 | I am able to think in new line

8.1.4 | I have an imaginative vision about the future

8.1.5 | I have the capacity to visualize & fulfil the needs of the
organization at the right time

8.1.6 | I have an open & progressive mind

8.1.7 | I address challenging scenarios with a creative &
innovative approach

8.1.8 | I keep a watch on the performance of employees

8.1.9 | I have the ability to spot any issues within the
organization

8.1.10 | I try to see the key elements in any situation

8.1.11 | I recognize opportunity for improvement

8.1.12 | I can continue to do what I believe in, even under
severe criticism

8.1.13 | I can effectively collaborate the team

8.1.14 | I try to understand the emotions of employees in the
organization

8.1.15 | I have the ability to get along with the people

8.1.16 | I can effectively handle challenging situations

8.1.17 | I promote independence & initiative among the
subordinates

8.1.18 | I inspire employees by rewarding them with
recognition & praise for their work

8.1.19 | I promote independence & initiative among the
subordinates

8.1.20 | I motivate subordinates to work to the best of their
capacity

8.1.21 | I am comfortable in learning new technologies

8.1.22 | I ensure information availability for decision-making

8.1.23 | I have software proficiency

8.1.24 | I am acquainted with adequate training & experience to
deal with the activities within the organization

8.1.25 | I know the latest online technologies to be used in a
bank

8.1.26 | I have the ability of making analytical reasoning (the
ability to look at information)

8.1.27 | I can easily explain to others about the new
technologies used in the bank

8.1.28 | I ensure that employees in the bank are technologically

aware
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8.1.29 | I have computer literacy

8.1.30 | I keep a database relate to the important activities held
in a bank

8.1.31 | I ensure that employees are sent for periodical training

8.1.32 | I ensure the green banking practices are running
properly

8.2.1 | I communicate the information clearly & quickly

8.2.2 | I have the ability to speak clearly

8.2.3 | I ensure two-way communication

8.2.4 | I make friendly chat with employees

8.2.5 | I consider individual differences while communicating
with them

8.2.6 | I have the good vocabulary to communicate effectively

8.2.7 | I conduct meeting whenever necessary to communicate
important decisions

8.2.8 | I ensure the communication is done completely

8.2.9 | I allow the employees to feel free to communicate with
me

8.2.10 | I am very concise & clear in verbal communication

8.2.11 | I have the capacity to adjust to new situation

8.2.12 | I know how to create unity in the workplace

8.2.13 | I show an impartial attitude towards problems

8.2.14 | I am able to assess the situation and then behave using
a balance of emotion and reason

8.2.15 | I bring up the grievances and disagreement into an
open discussion

8.2.16 | I try to work to resolve conflicts before they worsen

8.2.17 | I never postpone conflicts, due to time constraint

8.2.18 | I engage in active listening

8.2.19 | I never allow group politics within the bank

8.2.20 | I adopt “listen first, talk second” approach

8.2.21 | I try to solve complex & abstract problems with speed
& accuracy

8.2.22 | I take into consider all the facets of a complex
problems

8.2.23 | I take adequate care before planning anything

8.2.24 | arrange matters according to audience's mood and
emotional reaction

8.2.25 | I give each alternative an equal importance

8.2.26 | I consider the suggestions of the subordinates

8.2.27 | I break down a large problem into manageable parts to

resolve them
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8.2.28 | Consider the short-term & long-term impact of the
problem

8.2.29 | I seek expert opinion, when a serious issue comes

8.2.30 | I try to take right decision at the right time

8.2.31 | before taking decision, I consider the objectives &
policies of the organization

8.2.32 | I evaluate the risks associated with each alternative
before making a decision

8.2.33 | I consider each and every alternative for taking a
decision

8.2.34 | I also consider the impact of selecting one alternative
instead of another

8.2.35 | I take up the responsibility of allocating work &
resources to the workers in the organization

8.2.36 | I pass on instructions, orders etc. to assign jobs & fix
responsibilities to the subordinates

8.2.37 | I assign jobs along with responsibilities to the
employees

8.2.38 | I give competent & sincere workers more autonomy in
work

8.2.39 | I encourage the subordinates for self-checking of their
accomplished work

8.2.40 | I have the ability to assess employee’s strength’s &
weaknesses

8.2.41 | I ensure that right job is delegated to right person

8.2.42 | I delegate work to the employees to increase their
participation in the work

8.3.1 | I know my emotional strengths and weaknesses

8.3.2. | I can identify the causes that trigger my emotions and
able to control it

8.3.3 | I am very comfortable in expressing emotions

8.3.4 | I am flexible & adaptable

8.3.5 | I always behave with humility

8.3.6 | I am optimistic, no matter what problems I face

8.3.7 | I proceed only when I have a clear & detailed plan

8.3.8 | I do acknowledge my mistakes

8.3.9 | I can control my emotions whenever necessary

8.3.10 | I take criticism gracefully

8.3.11 | I can balance my emotions and thoughts accordingly

8.3.12 | I am able to adapt to changes in my emotional state
without becoming overwhelmed

8.3.13 | Managing emotions helps me to take right decisions
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8.3.14 | I never allow emotions to influence the decision-
making adversely

8.3.15 | I can express my emotions in a healthy manner

8.3.16 | I believe in consistent performance to achieve my goals

8.3.17 | I actively listen to my colleagues

8.3.18 | I face the unexpected situation positively

8.3.19 | I willingly accept changes in the organization

8.3.20 | I prioritize the things that I have to do

8.3.21 | I try & think from other's perspective

8.3.22 | I can recognize and properly respond to the emotions
of others

8.3.23 | I am very comfortable in the work environment

8.3.24 | I appreciate my colleagues/ subordinates

8.3.25 | i challenge the subordinates to take greater ownership
of work

8.3.26 | I recognize situational demands & opportunities

8.3.27 | I keep my relationships alive

8.3.28 | I have the ability to understand & meet the needs of
clients & customers

8.3.29 | I challenge the subordinates to take greater ownership
of work

8.3.30 | I build trust among the employees

8.3.31 | I prefer to establish & maintain close relationship with
employees

8.3.32 | I engage in teamwork & collaborative problem solving

8.3.33 | I approach relationships with positive presuppositions

8.3.34 | I wish to avoid conflicts

8.3.35 | I give respect to others, their opinions, suggestions

8.3.36 | I show an impartial attitude towards employees and
customers

8.3.37 | I can handle disagreement and different opinions
without making any partiality

8.3.38 | I spend time to interact with employees and customers

8.3.39 | I express positive attitude

8.3.40 | I stand up for the rights of others
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EFFECTIVENESS OF EMOTIONAL SOCTAL INTELLIGENCE IN
INSPIRATIONAL LEADERSHIP IN BANKS IN KERALA

Sangeetha U

Full-Time PhD Research Scholar

Post Graduate Department of Commerce and
Research

Vimala College (Autonomous), Thrissur
University of Calicut, Kerala.

Contact Number (mobile): 9061 7###H#

E-mail Id: sangeethaunnikrishnan94@gmail.com

Dear participants,

This questionnaire has been structured to gather data for the purpose of research conducted to
obtain a PhD degree from the University of Calicut. My name is Sangeetha U, PhD Research
Scholar from the Department of Commerce, Vimala College (Autonomous), Thrissur. I am
doing research under the guidance of Dr. Salini K, Assistant Professor from the Department of
Commerce, Vimala College (Autonomous), Thrissur. My research topic is “Effectiveness of
Emotional Social Intelligence in Inspirational Leadership in Banks in Kerala”. My research
objective is to evaluate how far emotional social intelligence of branch managers in banks
influences their inspirational leadership pattern. The inspirational leadership pattern of the
branch managers in banks has to be assessed from the perspective of employees working in the
bank subject to certain conditions to give accurate results. The results of the questionnaire help

to know and understand the different factors contributing to inspirational leadership.

Your participation in this survey is greatly appreciated, and I request your cooperation in filling
this questionnaire based on the instructions given. I assure you that your personal information
will be treated with complete confidentiality and will only be used for academic purposes.

Below, you will find the criteria of my study for your reference.

I look forward to your support and cooperation in this matter. Thank you for dedicating your

time to filling out this questionnaire.
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Inclusion criteria

Have minimum 1 year of experience in bank

Should work under the direct supervision and guidance of present branch manager for
a minimum period of lyear

Minimum educational qualification is any bachelor’s degree and

Employees belong to the clerical cadre are taken into consideration

QUESTIONNAIRE TO THE EMPLOYEES

Section I

Demographic Profile of employees in banks

[Please give a tick mark in the required box]

1. Gender: Male Female

2. Age:  —mmemmmmmmee- (In years)

3. Qualification: Degree PG

4. Marital status: Married Unmarried Widow/Widower Separated

5. Name of bank: (Please mention)

6. Post in the bank: --- (Please mention)

7. Working experience in this bank: -------------- (In years)

8. How long do you know your present bank branch manager: ------------------ (In years)
Section IT

Inspirational Leadership Pattern of Branch Managers in Banks from the Perspective of

Employees Working in the Banks

Following are the statements relating to the leadership pattern of your branch manager in the

bank. Please choose the most relevant one (give a tick mark in the required column) according

to your experiences, activities etc. against each statement. [S- Strongly Agree, 4- Agree, 3-

Neither agree nor disagree, 2- Disagree, 1- Strongly disagree]|
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Sl no

Statements

9.1 He/she has the potential to see endless possibilities in
people as well as in the organization

9.2 He/she engages with people directly & show he is a part
them

93 He/she looks for ways to grow their professional
network & maintain relations with colleagues & peers

9.4 He/she has a deeper knowledge & keep on asking
questions

9.5 He/she is ready to work outside the comfort zone

9.6 He/she motivates the talent of employees in the
organization

9.7 He/she is very punctual and maintain it in the
organization

9.8 He/she make the bank a customer friendly

9.9 He/she constantly examines the actions & responses to
find ways they can improve

9.10 | He/she is open to feedbacks

9.11 He/she has the knowledge regarding new products and
services now available in the organization

9.12 He/she is engaged in his work at full time

9.13 | He/she has enough technical skills regarding different
jobs under supervision and control

9.14 | He/she spread positive energy in the entire organization

9.15 He/she tries to prevent conflicts among the employees

9.16 He/she had a good expectation on the employees

9.17 He/she boosts the confidence level of employees

9.18 He/she allows time to adjust with the work environment

9.19 He/she appreciates the contributions of each member
even though it is small or less important

9.20 He/she tries to release workplace stress

9.21 He/she allows to celebrate the success and achievement
of employees

9.22 | He/she spends time and resources in managing
customer relationships

9.23 He/she makes the employees that they are also part of
the organization by showing commitment to the org

9.24 | He/she respects and consider the skills, knowledge and
abilities of the employees

9.25 He/she makes enquiry & analyse the cause, when
someone doesn’t meet the goals

9.26 He/she set achievable goals

9.27 | He/she set the plans flexible enough to adapt the
changes in future

9.28 | He/she outlines the tasks & schedules on how to achieve
the set goals

9.29 | He/she uses examples & or visual aids to effectively

clarify or to emphasis the message
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9.30 He/she gives directions or demonstrations to introduce
something

9.31 He/she spend time to explore the success stories of great
leader to the employees

9.32 He/she ensures the subordinates, that set objectives are
achievable

9.33 | He/she knows what motivates an employee to do the
work

9.34 | He/she generates a can-do attitude among your team
members

9.35 He/she enhances team spirit

9.36 He/she praises the good work immediately

9.37 | Participate employees in decision-making

9.38 He/she takes decisions on the basis of real facts and not
by any personal bias or prejudice

9.39 | He/she never shows any discrimination on any grounds
with employees

9.40 | He/she builds good working relationships with people
at all levels

9.41 He/she uses rewards & recognition to engage people to
work in the group

9.42 | He/she assigns tasks based on the people’s skills &
interests

9.43 | he/she understands the emotions of employees

9.44 He/she speaks positively

9.45 He/she is always tried to improve herself/himself and
also improvement in the performance of the
organization

9.46 He/she spends time with the team and observe
everything is going well and verify is there any need for
improvement

9.47 | He/she encourages peer-to-peer mentorship

9.48 He/she considers individual differences

9.49 | He/she encourages everyone to work toward the same
goal

9.50 | He/she brings expert knowledge to the group when
necessary

9.51 He/she is genuine, self-aware, & transparent

9.52 | He/she treats everyone with respect and dignity

9.53 He/she takes a lead role in conducting activities in the
bank

9.54 He/she keeps his work environment safe &
approachable

9.55 He/she give consideration to the personal issues of the
employees when they under pressure

9.56 He/she gives time and resources to cope with the new
products and services in the organization

9.57 | He/she does the right things
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9.58 He/she monitor the performance of the bank
periodically & check for any deviations

9.59 He/she had a clear plan for the day

9.60 | there will be no work overload, because the manager
completes the work without any delay

9.61 He/she has self-control on the behaviour as well as the
emotions

9.62 He/she stands up for what is right

9.63 | He/she acts with integrity

9.64 He/she treats all the employees with fair and respect

9.65 He/she welcomes mistakes

9.66 He/she calms others in stressful situations

9.67 He/she ensures all the matters coming under him/her are
going perfectly.

9.68 He/she ensures ethical behaviour with co-workers,
customers etc.

9.69 He/she gains insight from the past failures

9.70 | He/she selects the best possible solution to the problem

9.71 He/she is ready to take ownership for his own mistakes

9.72 | he/she considers the opinion or suggestions of the
employees

9.73 He/she is optimistic about life, and he/she can see
beyond temporary setbacks and problems

9.74 He/she implements the decision and monitor its effects

9.75 | He/she sets deadlines for achieving the goals

9.76 | He/she is very composed, devoted, and courageous

9.77 | He/she breaks down larger, more complex goals into
smaller steps

9.78 He/she communicates the result expected from the
subordinates well in advance

9.79 He/she makes an evaluation of the work done by
subordinates

9.80 | He/she enables an open forum to discuss the business-
related matters

9.81 He/she is an effective motivator

9.82 He/she assigns the work to the employees based on the
current workload

9.83 He/she ensures the availability of resources before
setting goals

9.84 He/she uses honest statements to attain team support,
instead of making unattainable claims

9.85 He/she talks openly about consequences of missing
deadlines and expectations

9.86 | He/she acts as a role model within the organisation

9.87 He/she is very much dedicated & committed to work

9.88 | He/she decides the activities to be performed well in

advance
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9.89 He/she analyses the causes of customer dissatisfaction
through exit interviews with the aim to win back
customers

9.90 | He/she routinely asks the customer to provide feedback
regarding the performance of products/services

9.91 He/she sets the vision and then empower people to
implement it

9.92 He/she gives due importance to social commitments

9.93 | He/she maintains a good superior- subordinate
relationship

9.94 | He/she allows time to celebrate the success events of
bank

9.95 | He/she ensures the working of customer relationship
management activities

9.96 | He/she acts as a catalyst for development & growth

9.97 | He/she continuously maintains and monitors customer
information

9.98 He/she encourages the team to perform effectively for
the long-run survival

9.99 | He/she never shows any disappointment or become
unhappy when the target is not achieved or the work not
finished in time

9.100 | He/she also gives importance to the failures or mistakes

9.101 | He/she ensure subordinate satisfaction

9.102 | He/she makes the team more active & enthusiastic

9.103 | He/she allows time for entertainment

9.104 | He/she tries to prevent conflicts among the employees

9.105 | He/she tries to strengthen emotional bonds with us

9.106 | He/she always engages in active listening

9.107 | He/she ensures the communication is done completely

9.108 | He/she gives necessary orders and instructions to the
subordinates

9.109 | He/she engage in open discussion with employees

9.110 | He/she considers all the barriers of communication &
its effects

9.111 | He/she tries to ignoring distractions and making eye
contact shows others they’re valued.

9.112 | He/she ensures two-way communication
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Variables used for the Study

Objectives

Variables used

References

To assess managerial skills

of bank managers in Kerala

To assess leadership skills of

bank managers in Kerala

To assess emotional social
intelligence competencies of

bank managers in Kerala

To assess inspirational
leadership pattern of

managers in banks

Conceptual skills
Interpersonal skills

Technical skills

Cognitive skills

Communication

Conflict resolution skills

Decision-making

Delegation

Problems solving skills

Strategic skills
Self-awareness
Self-management

Social awareness

Relationship management

Impression management

(Robert Katz,1955)

(Kirkpatick & Locke, 1991);
(Mumford et al.,2007);
(Smith & Lewis, 2012);
(Shuck & Herd, 2012)
(Mumford et al.,2016)
(Reave, 2005); (Smith &
Lewis, 2012)

(Smith & Lewis, 2012)
(Kolb, 1999);
(Schwarber,2005);
(Walumbwa et al.,2014);
(Selart,2010)

(Leana,1986); (Lyons,2016);
(Ugoani, 2020)

(Woodard & Geissler, 1999);
(Mumford et al.,2000);
(Smith & Lewis, 2012)
(Mumford et al.,2007)
(Boyatzis et al., 2000;
Goleman, 1998, 2001)

Bass,1988); (Zenger &
Folkman,2014)
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Inspirational agenda

Intellectual stimulation

Moulding follower
expectation

Dedication and commitment
Employee engagement

Vision

Objectivity

Team work

(Austin, 2009)

Bass, 1988); (Spreitzer et al.,
1999)

Bass,1988)

(Bonau,2017)

(Zenger & Folkman,2014)
Bass,1988); (Garg &
Krishnan, 2003) (Bass &
Riggio, 2006); (Scherr &
Jensen, 2007) (Goleman et
al.,2013); (Boyatzis et
al.,2013); (Lovegrove &
Vrioni,2010); (Khan et al.,
2016)

(Lovegrove & Vrioni,2010)
(Mistry & Hule, 2015)
(Joshi et al.,2009);
(Lovegrove & Vrioni,2010)

Method of Sampling

Stage I: Selection of Districts from Regions

Kerala

Source: Primary data

Southern Region

Pathanamthitta

Central Region

Northern Region

Palakkad
Kannur
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1.16.2 Stage I1: Selection of Banks

Table 1

District Wise List of Public Sector Bank

SINo Name of bank Pathanamthitta Palakkad Kannur Total
1 Bank of Baroda 12 20 15 47
2 Bank of India 4 4 3 11
3 Bank of 1 0 1
Maharashtra
4 Canara Bank 25 66 66 157
5 Central Bank of 16 4 5 25
India
6 Indian Bank 10 9 7 26
7 Indian Overseas 24 9 10 43
Bank
8 Punjab & Sind Bank 0 0 0 0
9 PNB 7 32 10 49
10 SBI 80 88 57 225
11 UCoO 3 3 2 8
12 Union bank of India 19 24 13 56
Total 201 259 188 648
Source: slbckerala.com (June, 2021)
Table 2
District-Wise Classification of Private Sector Banks
SINo Name of bank Pathanamthitta  Palakkad Kannur Total
1 Axis Bank 6 5 9 20
2 Bandhan Bank 1 0 1 2
3 Catholic Syrian Bank 21 16 1 38
4 City Union Bank 1 1 1 3
5 Dhanalakshmi Bank 6 18 3 27
6 Federal Bank 52 31 27 110
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7 HDFC Bank 7 14 11 32
8 ICICI Bank 8 12 8 28
9 IDBI Bank 3 2 4 9
10 IDFC FIRST Bank 0 0 0 0
11 Indusind Bank 3 1 4 8
12 Jammu & Kashmir Bank 0 0 0 0
13 Karnataka Bank 1 1 3 5
14 Karur Vysa Bank 2 1 2 5
15 Kotak Mahindra Bank 3 1 2 6
16 Lakshmi Vilas Bank 0 1 0 1
17 RBL Bank 0 1 0 1
18 South Indian Bank 32 38 22 92
19 TN Mercantile bank 1 1 2 4
20 YES Bank 1 1 1 3
Total 148 145 101 394
Source: slbckerala.com (June, 2021)
Table 3
District Wise List of Public Sector Bank Selected for The Study
SINo Name of Bank Pathanamthitta Palakkad Kannur Total
1 SBI 80 88 57 225
2 Canara Bank 25 66 66 157
3 Union Bank of 19 24 13 56
India
4 Bank of Baroda 12 20 15 47
5 PNB 7 32 10 49
6 Indian Overseas 24 9 10 43
Bank
Total 167 239 171 577

Source: slbckerala.com (June, 2021)
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Table 4

District Wise List of Old Private Sector Banks Selected for The Study

SINo Name of bank Pathanamthitta Palakkad Kannur  Total
1 Federal Bank 52 31 27 110
2 South Indian Bank 32 38 22 92
3 Catholic Syrian Bank 21 16 1 38
4 Dhanalakshmi Bank 6 18 3 27
Total 111 103 53 267
Source: slbckerala.com (June, 2021)
Table 5
District Wise List of New Private Sector Banks Selected for The Study
SINo Name of bank Pathanamthitta Palakkad Kannur  Total
1 HDFC Bank 7 14 11 32
2 ICICI Bank 8 12 8 28
3 Axis Bank 6 5 9 20
4 Indusind Bank 3 1 4 8
5 IDBI Bank 3 2 4 9
6 Kotak Mahindra Bank 3 1 2 6
Total 30 35 38 103

Source: slbckerala.com (June, 2021)
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Table 6

Total Number of Branches- District Wise

SI No Name of Bank Pathanamthitta Palakkad  Kannur Total Managers (Per  No of
cent) Sample

Public sector banks

1 SBI 80 88 57 225 23.76 85

2 Canara Bank 25 66 66 157 16.58 60

3 Union Bank 19 24 13 56 5.91 21

4 Bank of Baroda 12 20 15 47 4.96 19

5 PNB 7 32 10 49 5.17 19

6 Indian Overseas Bank 24 9 10 43 4.54 16

Old private sector banks

1 Federal Bank 52 31 27 110 11.62 42

2 South Indian Bank 32 38 22 92 9.71 35

3 Catholic Syrian Bank 21 16 1 38 4.01 14

4 Dhanalaksmi Bank 6 18 3 27 2.85 10

New private sector banks

1 AXis Bank 6 5 9 20 211 8

2 HDFC 7 14 11 32 3.38 12

3 ICICI Bank 8 12 8 28 2.96 11

4 IDBI 3 2 4 9 0.95 3

5 Indusind Bank 3 1 4 8 0.84 3

6 Kotak Mahindra Bank 3 1 2 6 0.63 2

Total 308 377 262 947 100 360

Source: slbckerala.com (June, 2021)
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Table 7

Number of Samples (Branch managers) Taken from each Bank Branches from each District
Selected for the Study
SINo Name of Bank Pathanamthitta Palakkad  Kannur Total

Public sector banks

1 SBI 30 33 22 85
2 Canara Bank 10 25 25 60
3 Union Bank 7 9 5 21
4 Bank of Baroda 5 8 6 19
5 PNB 3 12 4 19
6 Indian Overseas Bank 9 3 4 16
Total 64 90 66 220
Old private sector banks
1 Federal Bank 20 12 10 42
2 South Indian Bank 12 15 8 35
3 Catholic Syrian Bank 8 6 0 14
4 Dhanalaksmi Bank 2 7 1 10
Total 42 40 19 101
New private sector banks
1 Axis Bank 3 2 3 8
2 HDFC 3 5 4 12
3 ICICI Bank 3 5 3 11
4 IDBI 1 1 1 3
5 Indusind Bank 1 0 2 3
6 Kotak Mahindra Bank 1 0 1 2
Total 12 13 14 39

Source: slbckeral.com (June, 2021)
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Details of Sub Hypotheses Formulated

and age group of branch managers in banks

Null Hypotheses P Value | Rejected/Not
rejected

Objective I: To assess managerial skills of bank managers in Kerala.

HO1 | There is no significant difference between conceptual 0.860 Not rejected
skills and gender of branch managers in banks

HO02 | There is no significant difference between conceptual 0.256 Not rejected
skills and age group of branch managers in banks

HO3 | There is no significant difference between conceptual 0.068 Not rejected
skills and educational qualification of branch managers
in banks

HO04 | There is no significant difference between conceptual 0.344 Not rejected
skills and marital status of branch managers in banks

HO5 | There is no significant difference between conceptual 0.222 Not rejected
skills and type of family of branch managers in banks

HO6 | There is no significant difference between conceptual 0.802 Not rejected
skills and length of service of branch managers in banks

HO7 | There is no significant difference between conceptual 0.759 Not rejected
skills and type of banks of branch managers in bank

HO8 | There is no significant difference between conceptual 0.685 Not rejected
skills and region of branch managers in banks

HO09 | There is no significant difference between interpersonal | 0.774 Not rejected
skills and gender of branch managers in banks

HO10 | There is no significant difference between interpersonal | 0.928 Not rejected
skills and age group of branch managers in banks

HO11 | There is no significant difference between interpersonal | 0.890 Not rejected
skills and educational qualification of branch managers
in banks

HO12 | There is no significant difference between interpersonal | 0.333 Not rejected
skills and marital status of branch managers in banks

HO13 | There is no significant difference between interpersonal | 0.569 Not rejected
skills and type of family of branch managers in banks

HO14 | There is no significant difference between interpersonal | 0.214 Not rejected
skills and length of service of branch managers in banks

HO15 | There is no significant difference between interpersonal | 0.376 Not rejected
skills and type of banks of branch managers in bank

HO16 | There is no significant difference between interpersonal | 0.600 Not rejected
skills and region of branch managers in banks

HO17 | There is no significant difference between technical skills | 0.626 Not rejected
and gender of branch managers in banks

HO18 | There is no significant difference between technical skills | 0.738 Not rejected
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HO19

There is no significant difference between technical skills
and educational qualification of branch managers in
banks

0.566

Not rejected

HO020

There is no significant difference between technical skills
and marital status of branch managers in banks

0.357

Not rejected

HO021

There is no significant difference between technical skills
and type of family of branch managers in banks

0.851

Not rejected

H022

There is no significant difference between technical skills
and length of service of branch managers in banks

0.515

Not rejected

HO023

There is no significant difference between technical skills
and type of banks of branch managers in bank

0.218

Not rejected

H024

There is no significant difference between technical skills
and region of branch managers in banks

0.147

Not rejected

Objective I1: To assess leadership skills of bank managers in Kerala.

HO1

There is no significant difference between decision-
making skills and gender of branch managers in banks

0.994

Not rejected

HO02

There is no significant difference between decision-
making skills and age group of branch managers in banks

0.193

Not rejected

HO3

There is no significant difference between decision-
making skills and educational qualification of branch
managers in banks

0.901

Not rejected

HO04

There is no significant difference between decision-
making skills and marital status of branch managers in
banks

0.956

Not rejected

HO5

There is no significant difference between decision-
making skills and type of family of branch managers in
banks

0.881

Not rejected

HO06

There is no significant difference between decision-
making skills and length of service of branch managers
in banks

0.593

Not rejected

HO7

There is no significant difference between decision-
making skills and type of banks of branch managers in
bank

0.804

Not rejected

HO08

There is no significant difference between decision-
making skills and region of branch managers in banks

0.919

Not rejected

H09

There is no significant difference  between
communication skills and gender of branch managers in
banks

0.495

Not rejected

HO10

There 1s no significant difference between
communication skills and age group of branch managers
in banks

0.133

Not rejected
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HO11

There is no significant difference  between

communication skills and educational qualification of
branch managers in banks

0.812

Not rejected

HO12

There is no significant difference  between
communication skills and marital status of branch
managers in banks

0.696

Not rejected

HO13

There is no significant difference  between

communication skills and type of family of branch
managers in banks

0.525

Not rejected

HO14

There is no significant difference between
communication skills and length of service of branch
managers in banks

0.735

Not rejected

HO15

There is no significant difference between

communication skills and type of banks of branch
managers in bank

0.281

Not rejected

HO16

There is no significant difference between
communication skills and region of branch managers in
banks

0.353

Not rejected

HO17

There is no significant difference between delegation
skills and gender of branch managers in banks

0.407

Not rejected

HO18

There is no significant difference between delegation
skills and age group of branch managers in banks

0.194

Not rejected

HO19

There is no significant difference between delegation
skills and educational qualification of branch managers
in banks

0.156

Not rejected

HO020

There is no significant difference between delegation
skills and marital status of branch managers in banks

0.010

Rejected

HO021

There is no significant difference between delegation
skills and type of family of branch managers in banks

0.553

Not rejected

H022

There is no significant difference between delegation
skills and length of service of branch managers in banks

0.087

Not rejected

HO023

There is no significant difference between delegation
skills and type of banks of branch managers in bank

0.000

Rejected

H024

There is no significant difference between delegation
skills and region of branch managers in banks

0.010

Rejected

HO025

There is no significant difference between conflict
resolution skills and gender of branch managers in banks

0.959

Not rejected

HO026

There is no significant difference between conflict
resolution skills and age group of branch managers in
banks

0.444

Not rejected

HO027

There is no significant difference between conflict
resolution skills and educational qualification of branch
managers in banks

0.259

Not rejected
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HO028

There is no significant difference between conflict
resolution skills and marital status of branch managers in
banks

0.697

Not rejected

H029

There is no significant difference between conflict
resolution skills and type of family of branch managers
in banks

0.565

Not rejected

HO030

There is no significant difference between conflict
resolution skills and length of service of branch managers
in banks

0.014

Rejected

HO31

There is no significant difference between conflict
resolution skills and type of banks of branch managers in
bank

0.170

Not rejected

HO032

There is no significant difference between conflict
resolution skills and region of branch managers in banks

0.149

Not rejected

HO033

There is no significant difference between cognitive
skills and gender of branch managers in banks

0.150

Not rejected

HO034

There is no significant difference between cognitive
skills and age group of branch managers in banks

0.818

Not rejected

HO035

There is no significant difference between cognitive
skills and educational qualification of branch managers
in banks

0.153

Not rejected

HO036

There is no significant difference between cognitive
skills and marital status of branch managers in banks

0.637

Not rejected

HO037

There is no significant difference between cognitive
skills and type of family of branch managers in banks

0.287

Not rejected

HO038

There is no significant difference between cognitive
skills and length of service of branch managers in banks

0.345

Not rejected

HO039

There is no significant difference between cognitive
skills and type of banks of branch managers in bank

0.000

Rejected

H040

There is no significant difference between cognitive
skills and region of branch managers in banks

0.000

Rejected

HO041

There is no significant difference between strategic skills
and gender of branch managers in banks

0.176

Not rejected

H042

There is no significant difference between strategic skills
and age group of branch managers in banks

0.609

Not rejected

HO043

There is no significant difference between strategic skills
and educational qualification of branch managers in
banks

0.742

Not rejected

HO044

There is no significant difference between strategic skills
and marital status of branch managers in banks

0.113

Not rejected

HO045

There is no significant difference between strategic skills
and type of family of branch managers in banks

0.106

Not rejected
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HO046 | There is no significant difference between strategic skills
and length of service of branch managers in banks

0.471 Not rejected

HO047 | There is no significant difference between strategic skills
and type of banks of branch managers in bank

0.676 Not rejected

HO048 | There is no significant difference between strategic skills
and region of branch managers in banks

0.647 Not rejected

HO049 | There is no significant difference between problem
solving skills and gender of branch managers in banks

0.009 Rejected

HO50 | There is no significant difference between problem
solving skills and age group of branch managers in banks

0.876 Not rejected

HO51 | There is no significant difference between problem
solving skills and educational qualification of branch
managers in banks

0.213 Not rejected

HO052 | There is no significant difference between problem
solving skills and marital status of branch managers in
banks

0.905 Not rejected

HO053 | There is no significant difference between problem
solving skills and type of family of branch managers in
banks

0.803 Not rejected

HO054 | There is no significant difference between problem
solving skills and length of service of branch managers
in banks

0.159 Not rejected

HO55 | There is no significant difference between problem
solving skills and type of banks of branch managers in
bank

0.193 Not rejected

HO056 | There is no significant difference between problem
solving skills and region of branch managers in banks

0.500 Not rejected

Objective I'V: To examine the inspirational leadership pattern

of managers in banks

HO1 | There is no significant difference between impression
management of branch managers and gender of
employees

0.961 Not rejected

HO2 | There is no significant difference between impression
management of branch managers and age group of
employees

0.388 Not rejected

HO3 | There is no significant difference between impression
management of branch managers and educational
qualification of employees

0.982 Not rejected

HO04 | There is no significant difference between impression
management of branch managers and marital status of

employees

0.981 Not rejected
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HO5

There is no significant difference between impression
management and number of years in which the employee
knows about the branch manager of employees

0.090

Not rejected

HO6

There is no significant difference between impression
management of branch managers and length of service of
employees

0.627

Not rejected

HO7

There is no significant difference between impression
management of branch managers and type of banks of
employees

0.179

Not rejected

HO8

There is no significant difference between impression
management of branch managers and region of
employees

0.304

Not rejected

H09

There is no significant difference between intellectual
stimulation of branch managers and gender of employees

0.200

Not rejected

HO10

There is no significant difference between intellectual
stimulation of branch managers and age group of
employees

0.655

Not rejected

HO11

There is no significant difference between intellectual
stimulation of branch managers and educational
qualification of employees

0.165

Not rejected

HO12

There is no significant difference between intellectual
stimulation of branch managers and marital status of
employees

0.447

Not rejected

HO13

There is no significant difference between intellectual
stimulation of branch managers and number of years in
which the employee knows about the branch manager

0.186

Not rejected

HO14

There is no significant difference between intellectual
stimulation of branch managers and length of service of
employees

0.998

Not rejected

HO15

There is no significant difference between intellectual
stimulation of branch managers and type of banks of
employees

0.007

Rejected

HO16

There is no significant difference between intellectual
stimulation of branch managers and region of employees

0.000

Rejected

HO17

There is no significant difference between inspirational
agenda of branch managers and gender of employees

0.843

Not rejected

HO18

There is no significant difference between inspirational
agenda of branch managers and age group of employees

0.536

Not rejected

HO19

There is no significant difference between inspirational
agenda of branch managers and educational qualification
of employees

0913

Not rejected
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HO020

There is no significant difference between inspirational
agenda of branch managers and marital status of
employees

0.989

Not rejected

HO021

There is no significant difference between inspirational
agenda of branch managers and number of years in which
the employee knows about the branch manager

0.239

Not rejected

HO022

There is no significant difference between inspirational
agenda of branch managers and length of service of
employees

0.448

Not rejected

HO023

There is no significant difference between inspirational
agenda of branch managers and type of banks of
employees

0.016

Rejected

H024

There is no significant difference between inspirational
agenda of branch managers and region of employees

0.000

Rejected

HO025

There is no significant difference between vision of
branch managers and gender of employees

0.110

Not rejected

HO026

There is no significant difference between vision of
branch managers and age group of employees

0.812

Not rejected

H027

There is no significant difference between vision of
branch managers and educational qualification of
employees

0.045

Rejected

HO028

There is no significant difference between vision of
branch managers and marital status of employees

0.393

Not rejected

H029

There i1s no significant difference between vision of
branch managers and number of years in which the
employee knows about the branch manager

0.851

Not rejected

HO030

There is no significant difference between vision of
branch managers and length of service of employees

0.660

Not rejected

HO031

There i1s no significant difference between vision of
branch managers and type of banks of employees

0.877

Not rejected

HO032

There i1s no significant difference between vision of
branch managers and region of employees

0.321

Not rejected

HO033

There is no significant difference between dedication and
commitment of branch managers and gender of
employees

0.955

Not rejected

HO034

There 1s no significant difference between dedication and
commitment of branch managers and age group of
employees

0.832

Not rejected

HO035

There is no significant difference between dedication and
commitment of branch managers and educational
qualification of employees

0.383

Not rejected
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HO036

There is no significant difference between dedication and
commitment of branch managers and marital status of
employees

0.739

Not rejected

HO037

There is no significant difference between dedication and
commitment of branch managers and number of years in
which the employee knows about the branch manager

0.282

Not rejected

HO038

There is no significant difference between dedication and
commitment of branch managers and length of service of
employees

0.557

Not rejected

HO039

There is no significant difference between dedication and
commitment of branch managers and type of banks of
employees

0.637

Not rejected

H040

There is no significant difference between dedication and
commitment of branch managers and region of
employees

0.003

Rejected

HO041

There is no significant difference between moulding
follower expectation of branch managers and gender of
employees

0.324

Not rejected

HO042

There is no significant difference between moulding
follower expectation of branch managers and age group
of employees

0.418

Not rejected

H043

There is no significant difference between moulding
follower expectation of branch managers and educational
qualification of employees

0.767

Not rejected

HO044

There i1s no significant difference between moulding
follower expectation of branch managers and marital
status of employees

0.734

Not rejected

HO045

There is no significant difference between moulding
follower expectation of branch managers and number of
years in which the employee knows about the branch
manager

0.077

Not rejected

HO046

There i1s no significant difference between moulding
follower expectation of branch managers and length of
service of employees

0.474

Not rejected

HO047

There is no significant difference between moulding
follower expectation of branch managers and type of
banks of employees

0.120

Not rejected

HO048

There is no significant difference between moulding
follower expectation of branch managers and region of
employees

0.297

Not rejected

H049

There is no significant difference between objectivity of
branch managers and gender of employees

0.314

Not rejected
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HO050

There is no significant difference between objectivity of
branch managers and age group of employees

0.341

Not rejected

HO51

There is no significant difference between objectivity of
branch managers and educational qualification of
employees

0.654

Not rejected

HO052

There is no significant difference between objectivity of
branch managers and marital status of employees

0.268

Not rejected

HO053

There is no significant difference between objectivity of
branch managers and number of years in which the
employee knows about the branch manager

0.893

Not rejected

HO054

There is no significant difference between objectivity of
branch managers and length of service of employees

0.708

Not rejected

HO055

There is no significant difference between objectivity of
branch managers and type of banks of employees

0.106

Not rejected

HO056

There is no significant difference between objectivity of
branch managers and region of employees

0.000

Rejected

HO057

There is no significant difference between employee
engagement of branch managers and gender of
employees

0.262

Not rejected

HO58

There is no significant difference between employee
engagement of branch managers and age group of
employees

0.229

Not rejected

HO059

There is no significant difference between employee
engagement of branch managers and educational
qualification of employees

0.277

Not rejected

H060

There is no significant difference between employee
engagement of branch managers and marital status of
employees

0.629

Not rejected

HO61

There is no significant difference between employee
engagement of branch managers and number of years in
which the employee knows about the branch manager

0.759

Not rejected

H062

There is no significant difference between employee
engagement of branch managers and length of service of
employees

0.934

Not rejected

HO063

There is no significant difference between employee
engagement of branch managers and type of banks of
employees

0.680

Not rejected

HO064

There is no significant difference between employee
engagement of branch managers and region of employees

0.973

Not rejected

HO065

There is no significant difference between team work of
branch managers and gender of employees

0.151

Not rejected

H066

There is no significant difference between team work of
branch managers and age group of employees

0.808

Not rejected
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HO067 | There is no significant difference between team work of | 0.078 Not rejected
branch managers and educational qualification of
employees

HO068 | There is no significant difference between team work of | 0.281 Not rejected
branch managers and marital status of employees

HO069 | There is no significant difference between team work of | 0.779 Not rejected
branch managers and number of years in which the
employee knows about the branch manager

HO70 | There is no significant difference between team work of | 0.438 Not rejected
branch managers and length of service of employees

HO71 | There is no significant difference between team work of | 0.008 Rejected
branch managers and type of banks of employees

HO072 | There is no significant difference between team work of | 0.074 Not rejected

branch managers and region of employees
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