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Abstract 

Emotional Intelligence (EI) is an essential component of success for any individual as it taps into the 
fundamental element of human behavior that is not only unique but distinct. EI is a flexible set of 
skills acquired, developed and improved upon with practice which literally means that one can 
develop high EI even if not blessed with it, naturally. It can help harness all types of emotions 
effectively. It is not emotionally intelligent either to allow the heart to rule the head or vice-versa. 
Both need to play an equal role, complementing one another. EQ needs to be factored in to build and 
cultivate relationships; exercise emotional self-control and garner substantial influence, all so vital 
for a leader to attain success, both at the personal & professional level. Do Women Leaders in 
Information Technology (IT) sector possess high Emotional Quotient (EQ) levels? If so, is EQ, one 
of the main reasons pinned down for their success? The study delves into the EQ-nomics of Women 
Leaders in IT to unearth the impact of EQ in the work setting. The study attempts to document and 
analyse EQ and its five domain skills and the way these influence the working of Women Leaders in 
the IT sector of Bengaluru City, leading to their success  

Keywords: Demographics; Human Emotions; EQ-nomics; Domains; Work Setting. 

 

Introduction 

The globalized world of today reflects an ongoing revolution in work, participation, power and influence of employed 
women in big numbers. Organizations accrue benefits by hiring them in leadership positions. As is known, leaders are one 
of the most precious resources of the corporate world and an empowered Executive acts like a catalyst for organizational 
transformation, considered so crucial for growth and survival. Basic human values like compassion, empathy, cooperation, 
understanding, nurturance and a sharing & caring attitude all go a long way in helping a leader become effective and 
efficient. Emotional Intelligence or EI, describes an ability or capacity of an individual to perceive, assess, and manage 
the emotions of one's self, as well as that of others; Emotional Quotient or EQ is how one measures Emotional Intelligence. 

Life is a self-renewing process with several competencies backing it and one of them is the Emotional Quotient (EQ). 
According to proponents of EQ, one of the pre-requisites of a successful leader’s profile is EQ as it enhances all the 
modalities of leadership. Women Leaders with high EQ levels are capable of building an all-inclusive, collaborative work 
environment that encourages organizations to grow and flourish. Thus, EQ-nomics is considered mandatory for problem 
solving, making appropriate decisions and building harmonious relationships to create a congenial atmosphere that promotes 
productivity and peace in the organization. 

Conceptual Framework  

Kaleidoscope of EI- Emotions are basic units of EQ and paramount for human beings to build healthy relationships. In the 
year 1980, Robert Plutchik with the help of a diagram similar to the wheel, visualised eight basic and eight derivative 
emotions. He also theorized sixteen "Primary level" and "Secondary level" emotions. EI deals with all these emotions both 
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positive and negative. Happiness & Sadness, Love & Hate, Delight & Disgust are all emotions on the continuum of 
emotional states exhibited by human beings. Emotions are complex and influence human behavior. They are the driving 
force behind all decisions taken and also impart the unique element of “Human Touch” in individuals.  

The Evolution of EI - Over the last 2 decades , clear consensus is emerging about EI bringing in a unique depth to the 
understanding of human intelligence inaddition to being considered an essential skill for effective leadership.  Daniel 
Goleman (2001) defines EI as the ability to recognize and to control one’s own emotions and those of others. In simple 
words, EI is the ability to perceive emotions, understand them,  reflect upon them and regulate them to enhance emotional 
and intellectual growth. Besides it helps navigate social complexities and make good decisions for results with positive 
outcomes.  

The EI Timeline - In 1995, Emotional Intelligence (EI) emerged as the missing link in a research finding that suggested 
that people with average Intelligence Quotient (IQ) outperformed those with very high IQ, 70% of the time. This anomaly 
resulted in doubts about the popular belief that “IQ is a major component for success.” Research over the past few decades 
indicate that average IQ with EI in considerable measure, helps individuals succeed. So, it was concluded that EQ is a factor 
that acts as the differentiator to set the star performers over and above the average ones. 

EI and Leadership - Leaders must understand the nuances of harnessing various emotions considered key for peak 
performance and management of all organizational activities. Basic emotions need to be regulated and channelized to one’s 
advantage to understand and assess human behaviours, leadership styles, people attitudes, interpersonal skills and latent 
potential that needs to be tapped and utilized for the benefit of the organization. Perceiving one’s emotions with accuracy, 
exercising emotional self-control, practicing resilience, and developing empathy are all part of enhancing one’s EQ. Thus, 
it is crucial for leaders to make appropriate decisions. And plays a major role in effective leadership.  

Research Methodology  

Research Gap - The survey of literature emphatically suggests that there are many studies associated with the assessment 
of EQ of leaders in relation to Demographics. There are studies on Women Leadership as well but there are no studies of 
composite nature establishing relationship between Demographics and EQ of Women Leaders. Further, it is ascertained that 
there are no studies of this kind in relation to Women Leaders in the Information Technology sector. The present study aims 
to fill up this gap.  

Problem Statement - Leaders aim to succeed in their role by their hard work and diligent efforts. As the learning curve 
operates, Women Leaders learn to make key decisions by all-round assessment of risks and take decisions based on the 
level of their EQ and VQ. Scholars’ state that most leaders take many decisions in information vacuum but somehow seem 
to take the appropriate decisions. Is it because of the EQ alone? 

Objectives of the Study – The focus is on the triple aspects of Women Leaders in IT sector of Bengaluru. 

• To tap the changing scenario in Demographics of Women Leaders. 
• To examine the five EQ domains of Women Leaders.  
• To assess the impact of the five EQ domains in influencing the effectiveness of Women Leaders. 

Hypotheses - The hypotheses floated for the study are -  

• Demographics is significantly related to the EQ of Women Leaders. 
• Women Leaders in IT Sector possess a high level of Emotional Intelligence.  
• High EI is significant in influencing the work performance of Women leaders. 

Operational Definitions for the Study - The present study dictates the need for operational definitions for the target group 
and characteristics of interest. These definitions could be - 

Target Group - Educated Women Leaders employed in IT firms in Bengaluru City in the age group 20-50 years with work 
experience of 3 years or more and empowered in decision making positions that cover areas such as technology, 
management, strategies and the functional areas. 
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Emotional Quotient  - An ability of an individual in knowing and understanding  one’s self and other people -  Daniel 
Goleman (1995).  

The Five domains or core skills of EI -  

• Self-awareness - our ability to perceive our emotions and understand our tendencies to act in certain ways in given 
situations  

• Self-management - our ability to use awareness of our emotions to direct behavior in a positive and constructive 
way. 

• Self-motivation - our ability to drive ourselves to keep moving ahead. It encourages continuous learning and 
success, whatever be the scenario  

• Social awareness - our ability to understand the emotions of other people (what others are thinking and feeling) 
• Relationship management - our ability to use our awareness of our own emotions and those of others to manage 

interactions successfully. 

Selection of Sector - The IT sector in India saw a good proportion of successful women leaders in terms of their work and 
family responsibilities, proving to be competent at both, given their inherent leadership capabilities and EQ. The selection 
of IT sector can be further justified on the grounds of making critical assessment of EQ of women leaders.  

Population - There are twenty two domestic and MNC firms at the domestic and global level. On an average firms have 
been in existence for 32.2 years. The size of the work force comprising women employees is estimated as 136,907 out of 
population size 2805,040. The client base of these IT firms range between eight countries to worldwide.  

Universe of the study - It constitutes Women Leaders working in IT and IT related industries in Bengaluru which has three 
thousand plus IT firms with almost 40% women forming its workforce. It stands justified on the grounds of employment 
generation for women in particular along with support provided by the government.  

Sample design - The estimated population size of Women Leaders in Bengaluru city was 1, 36,907. Sample size was 
determined on the basis of gender ratio estimated for Bengaluru city based on 2011 census results. The determined sample 
size “n” at 5% error with standard deviation fixed at .080 came to n=136. The no. of women leaders covered was 10% of 
the total population with the final sample size constituting 156 women leaders. 

Design of the Study – This was done to facilitate data collection. All data was collected and collated to meet the needs of 
the study. The composite instrument consisted of two parts – 

• (DP -10) Demographics – 10 Statements in all including the option of individual name and the IT firm employed 
in. 

• (EQ-50) 5 domains with 10 statements each, a total of 50 statements in all.  A Standard EQ instrument available 
was used based on its suitability and appropriateness for the study.  
Source: (EQ by Linac UK). 

Data treatment and Analysis:  

      The data collected was documented and tested for outliers, checked for wrong coding, inappropriate extremity in values and 
rechecked before statistical analyses were conducted. The first tool was on testing reliability of data set, Cronbach’s alpha 
was computed for standardized statements in the EQ statements. The reliability for data set connected to Emographics gave 
an overall Cronbach’s alpha at 0.923 / 0.925. All this was for 50 statements covering all five domains of EQ.  The reliability 
coefficients clearly suggested the high levels of precision of data collected.  Factor analysis and Regression Analysis were 
done to arrive at the results. 

Regression Analysis:  

Relationship of Demographics with EQ Variables of Women Leaders. Employees deal with a variety of emotions, at 
home and in organizations. It is important to manage emotions at the work place as it has ramifications of how 
people operate there. EQ comprises qualities such as self- awareness, self-control, empathy and social skills that 
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leads to exemplary performance at work. 

Table 1: EQ with Age of Respondent  
 Coefficientsa 

 
Model 

Unstandardized 
Coefficients 

Standardized 
Coefficients 

 
t 

 
Sig. 

B Std. Error Beta 
 (Constant) -.458 .724  -.633 .528 
 EA4 .228 .144 .183 1.579 .117 
 EA6 -.375 .134 -.324 -2.807 .006 
 EA8 -.203 .123 -.203 -1.650 .102 

1 EA10 .255 .157 .233 1.619 .108 
 EB6 .199 .129 .200 1.543 .126 
 EB10 .238 .118 .234 2.012 .047 
 EC8 -.241 .137 -.221 -1.763 .081 
 EC9 .237 .158 .216 1.501 .136 
 ED3 .438 .205 .345 2.138 .035 
 ED6 -.334 .194 -.280 -1.726 .087 
 ED8 -.236 .129 -.234 -1.825 .071 
 EE1 -.317 .178 -.237 -1.776 .079 
 EE4 .279 .131 .276 2.134 .035 
 EE5 -.225 .130 -.217 -1.726 .087 

  Source: Author 

The EQ variables are regressed on age and the regression model indicates a high multiple correlation coefficient R 
= 0.684 which has a predictive power of R2 at 0.468.The Adjusted value of R2 for some redundant EQ ∑variables 
reflect 0.214. The regression equation is statistically significant at 0.004 level with an F value of 1.846. The 
significance of F statistic at this high level of significance suggests that many EQ variables are acquired with age. 
The level of α is fixed is 0.15. The respondents are quite aware of values and goals (t = 1.579, α = .117). Further, 
executives are quite reflective and learn from experience (t = - 2.807, α =0.006). Humor enables mind to clean itself and 
this helps improve EQ (t = -6.50, α = 0.102).The Women Leaders are able to make right decisions in spite of pressures 
and uncertainties they perceive (t = – 1.619, α =0.108). Given the level of EQ of Women Leaders they take unpopular 
and tough decisions on the basis of principles (t = 1.543, α = 0.126). Further due to moderately higher level of EQ, novel 
ideals are thought of on the basis of updated information (t = 2.012, α = 0.047).Seizure of opportunities is evident 
in spite of obstacles, constraints and setbacks. (t = 1.763, α = 0.081 and t =1.501, α = 0.136).Concern for customers 
by helping them to acquire more satisfaction and building of loyalty is reflected (t = 2.138, α = 0.035).Respect for 
both internal and external customers irrespective of the background they come from is associated with acquisition of 
high EQ (t = - 1.726, α =0.087). The analysis further leads to the ability to challenge biases with reference to people - 
Internal and External customers with whom they interact (t = -1.825, α = 0.071). Feel good factor operates at a high 
level to raise the morale of customers (t = -1.776, α = 0.079).Executives lead by example and could recognize the need 
for change and to remove barriers (t =2.134, α = 0.035 and t = 1.726, α = 0.087).Women Leaders strive to remove 
barriers and highlight the need for change supplemented by the development of informal networks and cultivating 
people for organizational effectiveness. In essence age enables acquisition of experience, self-development, meeting 
requirements at the organizational level, pursuing goals, leading by example and to recognize the need for change 
and remove barriers wherever necessary in an organizational setting. 
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Table 2: EQ with Education level of Respondent 
Coefficientsa 

Model Unstandardized Coefficients Standardized Coefficients t Sig. 

B Std. Error Beta 
(Constant) -.002 .445  -.004 .997 
EA5 -.205 .090 -.284 -2.291 .024 
EA6 .264 .082 .362 3.213 .002 

1  EB1 .164 .093 .240 1.754 .082 
EC4 -.171 .098 -.246 -1.753 .082 
EC6 -.110 .075 -.163 -1.471 .144 
EC7 .190 .094 .232 2.022 .046 
ED3 .225 .126 .281 1.791 .076 

ED4 -.268   .113 -.347 -2.365 .020 
EE4 .163 .080 .255 2.028 .045 
EE6 -.260 .088 -.390 -2.958 .004 
EE9 .297 .104 .407 2.859 .005 

 
 EE10 -.234 .106 -.325 -2.221 .029 

Source: Author 

The level of education of respondent and emotional variables have a strong relationship. The linear regression model 
has multiple coefficient R = 0.704.The coefficient of determination is 0.495.The Adjusted value of R2 adjusted to 
redundant variables is 0.255.The strength of the model is determined by F statistic at 2.060 significant at 
0.001level.The observations are not auto correlated as dictated by D- W statistic at 2.006.The results of ANOVA 
indicate to us the influence of emotional variables on education. The higher the education level, higher is the self- 
awareness (t = -2.291,α = 0.024 and t = 3.213,α = 0.002).The results of the data suggest that people who have high 
level of education learn better and are reflective in action. The awareness to manage anger is effective with people 
with higher educational standards (t = 1.754, α = 0.082). Education acquired will help set challenging goals and would 
enable one to take calculated risks. Women Leaders who are aware of risks are ready to accept failure when it happens 
(t = -1.753, α = 0.082).This readiness to accept failures will develop a mind-set for either personal sacrifices or for 
meeting larger goals of the organizations. Ultimately, it is the core value of a group that will enable make right decisions 
with clarity of choice (t = -1.471, α = 0.144 and t = 2.022, α = 0.046). Two variables influence an organization, first 
to increase client satisfaction and secondly to reward people’s accomplishments at the work place and the need to 
recognize and hold on to client matter in business (t = 1.791, α = 0.076 and t = -2.365, α = 0.020). The best way to lead 
in organizations is to lead by example. This approach will help handle people and situations with diplomacy and tact 
(t = 2.028, α = 0.045 and t = -2.958, α = 0.004).The climate of cooperation and friendliness can be arrived at with 
levels of education one has acquired. The base values of helpfulness, respect and cooperation would lead to build a 
model team for success (t = 2.859, α = 0.005 and t = -2.221, α = 0.029). 

Table 3: EQ with Notional IQ of Respondent 
Coefficientsa 

 
 

Model 

Unstandardized 
Coefficients 

Standardized 
Coefficients 

 
t 

 
Sig. 

B Std. Error Beta 
 (Constant) 1.080 .521  2.072 .041 
1       

 EA2 .059 .075 .103 .790 .432 

 ED1 .192 .116 .252 1.657 .100 
 ED8 -.148 .093 -.228 -1.589 .115 
 EE8 .243 .111 .370 2.186 .031 
 Source: Author 
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The summary of results for establishing relationship between EQ and Notional IQ suggest that there is no statistically 
significant relationship between IQ and Notional IQ. The ANOVA model is clear with F=1.057 and α level is quite high at 
0.398.However,there are certain EQ variables showing significance of relationship, one such variable is on learning to 
improve performance with EQ (t = 0.790, α = 0.432).Women Leaders have the ability to listen well and be alert to emotion 
cues besides challenging bias and intolerance (t = 1.657,α = 0.100; t = -1.589, α = 0.115).Women Leaders also have an 
innate ability to balance their focus on tasks and at the same time giving attention to relationships. The higher the EQ the 
better will be the performance with reference to the IQ and EQ of the respondent. This establishes the strength of the 
relationship between EQ and Notional IQ. Since Notional IQ is consistent for relationship the influence of some more 
variables may have been hidden. A detail study of relationship between actual IQ and EQ would facilitate recognition of 
some more EQ variables. 

Table 4 - EQ with Experience of Respondents 
Coefficientsa 
 

                    
Model 

Unstandardized 
Coefficients 

Standardized 
Coefficients 

 
t 

 
Sig. 

B Std. Error Beta 
 (Constant) 11.541 1.472  7.840 .000 
 EB10 -.764 .240 -.380 -3.183 .002 
1 EC1 -.484 .271 -.252 -1.789 .077 
 EC6 .481 .248 .226 1.940 .055 
 EC9 -.472 .321 -.217 -1.469 .145 
 ED3 -.622 .417 -.247 -1.494 .138 
 EE4 -.674 .266 -.336 -2.534 .013 
Source: Author 

There is a strong relationship between experience and EQ of the respondent. The R2 value at 0.440 is an indication of the 
strength of relationship. This is supplemented by reasonably strong Adjusted R2 value  of  0.173.The  entire  regression 
equation is statistically significant at F= 1.650 and α = 0.016.The EQ variables which are statistically strong and augmented 
by experience are the openness to novel ideas and new information (t = - 3.183,α =0.002), bouncing back soon after facing 
a setback (t = -1.789α = 0.077) personal sacrifice and going beyond expectations to attain organizational goals ( t = 1.940,α = 
0.055 ; t = -1.469, α = 0.145).Women Leaders seek  ways to increase  customer satisfaction  and loyalty (t =  1.494, α   = 
0.138) and the best way to lead in organizations is to lead by example (t = -2.534, α = 0.013).The results highlight acquisition 
of special traits of EQ because of experience. 

 Table 5 - EQ with Total Annual Household Income or TAHI 
Coefficientsa 
 

Model 
Unstandardized 

Coefficients 
Standardized 
Coefficients 

 
t 

 
Sig. 

B Std. Error Beta 
 (Constant) -.204 1.020  -.200 .842 
 EB2 -.384 .208 -.234 -1.847 .068 

1 EB6 .486 .182 .335 2.672 .009 
 EB10 .434 .166 .294 2.609 .010 
 EC3 .278 .191 .165 1.460 .147 
 ED2 -.445 .273 -.254 -1.629 .106 
 ED3 .661 .289 .358 2.291 .024 
 EE1 -.437 .251 -.224 -1.737 .085 
 EE4 .446 .184 .302 2.418 .017 
Source - Author 
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The economic position in terms of TAHI influences EQ. The relationship between TAHI and EQ is highly 
statistically significant at α = 0.001 with F = 2.118. The power of explanation of the equation is R2 = 0.502 and 
Adjusted R2 = 0.265. Any family with economic comforts would make efforts for keeping family environment, calm 
and composed. Interestingly, one of the calming influences at home is economic well-being. The search for a value 
base and meeting challenging goals in life come up later. Openness to ideas and the sources of creativity would 
unfold because of calmness achieved over time (t = -1.847, α =0.068, t = 2.672, α =0.009 and t = 2.609, α =0.010). 
Planning for success and aiming for results will follow in anyone’s work-life, career and at home (t = 1.460, α =0.147). 
EQ will help improve performance by making people target and objective driven, further it helps to make an 
assessment of quality of performance as well. Further, Women Leaders exhibit concern for others and are sensitive 
enough to patiently listen to others and understand their perspective (t = - 1.629, α = 0.106). They seek to find ways 
to enhance customer satisfaction and loyalty at the work place (t = 2.291, α = 0.024).Women Leaders lead by 
example and always strive to make other employees feel good about themselves, thereby increasing the morale of 
the workforce (t = -1.737, α = 0.085; t= 2.418, α = 0.017). 

Table 6: EQ with Educational level of Mother 
Coefficientsa 
 

Model 
Unstandardized 

Coefficients 
Standardized 
Coefficients 

 
t 

 
Sig. 

B Std. Error Beta 
 (Constant) 1.660 1.060  1.566 .120 
1 EA9 .494 .194 .410 2.554 .012 

 EC10 .562 .261 .396 2.152 .034 
 EE5 .340 .191 .259 1.779 .078 
 EE7 -.266 .156 -.257 -1.708 .091 
Source: Author 

The education level of mother and the EQ level of executive are correlated but not statistically significant. The multiple 
correlation value is 0.538 with coefficient of determination at 0.289.The adjusted value of R2 is - .049 suggesting that there 
are many redundant variables in the equation. The ANOVA results dictate no statistical significance of relationship 
between EQ of executive and educational level of mother. Interestingly, Women Leaders voice unpopular views and argue 
for what   is right. Further, they intend to strive hard to reach goals in spite of obstacles and setbacks (t = 2.554, α = 0.012 
and t = 2.152, α = 0.034).Women Leaders recognize the need for change and help to remove barriers they come across to 
bring in the needed change (t = 1.779, α = 0.078). The influence of the mother on executives to maintain extensive informal 
networks is observed as this helps in gathering information to make better decisions and thereby lead better (t =  -1.708,    
α =0.091). 

 Table 7 – EQ with Education Level of Father-in-law 
 Coefficientsa 

Model Unstandardized 
Coefficients 

Standardized 
Coefficients 

t Sig. 

B Std. 
Error 

Beta 

 (Constant) 1.370 1.255  1.092 .277 
 EA9 .714 .229 .480 3.119 .002 
 EC1 .409 .231 .270 1.771 .079 
 EC2 -.535 .263 -.344 -2.032 .045 
 EC5 -.727 .311 -.351 -2.342 .021 
      EC7 .433 .265 .214 1.637 .105 
      ED1 .457 .279 .247 1.638 .104 
      ED5 -.418 .274 -.240 -1.524 .131 
      EE5 .386 .226 .239 1.709 .090 
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The relationship between the executive and father-in-law exists but is not statistically significant. The multiple correlation 
value is 0.588 followed by coefficient of determination 0.346.The Adjusted value of R2 is 0.034 which indicates the 
presence of redundant variables. The model is appropriate with F statistic at 1.110 and the observations are auto 
correlated. Father-in-law is a strength to the woman executive in raising unpopular views and to project what is right 
and wrong (t = 3.119, α = 0.002). Any setback will make a woman executive bounce back as a leader. The influence 
of the father-in-law is pronounced in taking quick action at an appropriate time (t = 1.771, α = 0.079 and t = -2.032, α 
= 0.045). Women Leaders do learn a lot by emulating their father-in-law. Further, they make core values dictate 
decisions within a group (t = -2.342, α = 0.021 and t = -1.637, α = 0.105).The capability to listen and handle emotional 
issues with quietness is learnt from the father-in-law. The approach in improving people by giving them feedback is 
drawn from his influence (t= 1.638, α =0.104 and t = -1.524, α = 0.131). Further the social skill of recognizing the 
need for change and an attempt to remove barriers is drawn from the father-in-law (t = 1.709, α = 0.090). 

Table 8 - Education level of Mother-in-law 
 Coefficientsa 

Model Unstandardized 
Coefficients 

Standardized 
Coefficients 

t Sig. 

B Std. Error Beta 
 (Constant) 3.572 1.321  2.705 .008 
      EA6 .471 .244 .241 1.932 .056 

1       
  EA10 -.441 .287 -.238 -1.536 .128 
 EB4 .429 .266 .200 1.612 .110 
 ED3 -.559 .374 -.260 -1.496 .138 
 EE4 -.382 .239 -.223 -1.601 .112 
 EE5 .537 .238 .307 2.258 .026 
       EE9 .578 .308 .296 1.875 .064 
Source: Author 

The influence of the mother-in-law of woman executive is substantial. The relationship is statistically significant 
with multiple R at 0.617, R2 at 0.381 and the Adjusted value of R2 at 0.086.The relationship between daughter- in-
law and mother-in-law is statistically significant with F at 1.292 and α at 0.137.The observations are not auto-
correlated with D-W statistic 2.109.The awareness part of learning about one’s own strength and weaknesses is learnt 
from the mother-in-law. Further, the decision making traits are drawn from her (t = 1.932, α = 0.056 and t = -1.535, α 
=0.128). The value system of Women Leaders in terms of building trust, reliability, ethics and authenticity are drawn 
from the mother-in- law (t =1.612,α = 0.110).The efforts to improve customer satisfaction and holding on to 
customers and searching for ways to perform action are drawn from mother- in-law ( t = 1.496,α = 0.138).The trait 
of leading by example is influenced by the mother-in-law which is further supplemented by the recognition for the 
need to change and removal of barriers (t = -1.601,α = 0.112and t = 2.258,α = 0.026).The influence of the mother-
in-law is great in providing a cooperative climate and promoting friendly environment ( t = 1.875,α = 0.064). 

Conclusions  

Emotions are powerful and complex. Some are obvious while many remain concealed. Emotions are not data but chemical 
signals that help people handle threats and opportunities alike to make good of arising situations. A powerful way to put EI 
into action is to become aware of emotions and understand how it helps in pursuing a purpose be it at work or in life. This 
frame of reference is apt for leaders as it impacts their performance and effectiveness at work. Women innately possess EI 
and EI has got to do with everything, from negotiating a deal to leading an organizational change to even bringing harmony 
at home and office. Everything, in fact everything is linked to EI. As Daniel Goleman wrote in his book - Emotional 
Intelligence, “Emotions guide everything we do.” Indeed, EI is regarded as a stronger predictor of success at work than the 
traditional measure of Intelligence Quotient with 90% of leadership success being attributed to a high level of EQ. 

 



Singaporean Journal of Business Economics, and Management Studies 
 

   75 

The analysis of the research study done provides some interesting insights into the five domains of EQ of Women Leaders 
in the IT workforce of Bengaluru city. It also exhibits the EQ impact on overall performance of Women Leaders. EI 
continues to be crucial as is perceived. The study also clearly establishes the link between Demographic variables and EQ. 
High emotional intelligence is very important for leaders irrespective of gender to be successful. It is well recognized that 
Women Leaders are generally, successful due to their enhanced EQ. Ultimately, High EI has big benefits to take away like 
enhanced productivity, congenial relationships, conducive work atmosphere and overall satisfaction of spreading happiness 
& cheer all around. EI also helps to put people at ease, create trust & respect, align people and help move forward the “can-
do attitude” to build on effective leadership in the organization. Many leaders have traditionally followed a formula of 
aggression and intimidation to be effective and successful but EI holds the key to succeed in leadership positions and this 
seems to be the women leaders’ secret weapon in the IT sector of Bengaluru city. 

ANOVA Table 
Demographics and EQ 

Model Sum 
of 

Square
s 

df Mean 
Squar

e 

F Sig. 

 
1. 

 
             Age 

Regression 55.597 50 1.112 1.846 .004b 
Residual 63.242 105 .602   
Total 118.840 155    

 
2. 

 
Education 

Regression 23.398 50 .468 2.60 .001b 
Residual 23.852 105 .227   
Total 47.250 155    

 
3. 

 
Notional IQ 

Regression 16.492 50 .330 1.057 .398b 
Residual 32.758 105 .312   
Total 49.250 155    

 
4. 

 
Experience (Years) 

Regression 205.497 50 4.110 1.650 .016b 
Residual 261.478 105 2.490   
Total 466.974 155    

 
5. 

Total Annual 
Household Income 
(Rupees) 

Regression 126.490 50 2.530 2.118 .001b 
Residual 125.433 105 1.195   
Total 251.923 155    

 
6. 

   Educational Level 
of Mother 

Regression 55.254 50 1.105 .855 .728b 
Residual 135.644 105 1.292   
Total 190.897 155    

 
7. 

    Educational Level 
of Father In Law 

Regression 100.424 50 2.008 1.110 .323b 
Residual 189.935 105 1.809   
Total 290.359 155    

 
8. 

Educational Level of 
Mother In Law 

Regression 129.516 50 2.590 1.292 .137b 
Residual 210.458 100 2.004   
Total 339.974 150    

Source - Author 
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