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Abstract 

Research background: Emotional intelligence is a set of emotional and 

social abilities and skills of a manager. Nowadays, the environment is global 

and very complex, and the association between emotional intelligence and 

performance in enterprises remains an important area of worry for managers 

and employees' globally. The article focuses on the aspect and abilities of 

managers dealing with increasing the performance of their subordinates, 

their relationships in the workplace, division of labour and the overall 

organization of the team regarding their emotions and individual feeling of 

importance in the work process. 

Purpose of the article: The aim of the survey was to find out how today's 

managers behave in common situations that occur in the daily work of 

managers. It was also investigated to what extent managers use emotional 

intelligence and whether they are emotionally stable enough to work as a 

manager. 

Methods: A questionnaire survey was attended by managers. The 

questionnaire contained two parts. Firstly, the filtering questions and 

secondly, the specific situations in managerial life were analyzed, from 

which the level of emotional intelligence of the given manager was 

evaluated.  

Findings & Value added: These results in the work served to suggest 

improving awareness and the importance of emotional intelligence in work 

environments. The knowledge gained from the questionnaire will help in 

possible further research to create similar activities and improvements to 

imply emotional intelligence in more efficient operation of the company. A 

manager with high emotional intelligence can communicate effectively with 

others, can tolerate, solve problems, and build relationships with and 

between his employees. 
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1 Introduction  
Success in today’s international climate - a far cry from only a decade ago - demands highly 

specialized yet closely linked groups of global business managers, country or regional 

managers, and worldwide functional managers. This kind of organization characterizes a 

transnational rather than an old-line multinational, international, or global company. In fact, 

in the volatile world of transnational corporations, there is no such thing as a universal global 

manager. (Araujo et al., 2018) 

Emotional intelligence is the ability to understand and control one's own emotions and 

the emotions of others. The extent to which individuals maintain their abilities and skills in 

a particular social environment depends on that ability. It includes things like understanding 

how a person feels, the ability to empathize with others, and the ability to process emotions 

to improve the quality of life. (Bar-On, 2006), (Bartlett and Ghoshal, 2003), (Bubenik, 2004), 

(Bučková, Gašo and Pekarčíková, 2020),(Frandsen and Morsing, 2021). 

Unlike IQ, we can say that EQ is one of the foundations of human success and 

satisfaction. In addition to the abilities intended for IQ (thinking, testing, decision-making 

based on logic), we also need those that fall under emotional intelligence for the normal and 

specific functioning of the personality. The structure of the quality of emotional intelligence 

includes competencies related to each other and competencies in the field of interpersonal 

relationships.  

The success of all organizations depends mainly on the intelligence of each employee. 

(Frandsen and Morsing, 2021). 

Yukl, (2002) understands management as an interactive process between managers and 

subordinates, in which managers try to influence the behavior of their employees in achieving 

the goals of the organization. In other words, managers motivate people to achieve a certain 

performance and use different methods to manage performance.  

According to Bar-On, (2006), emotional intelligence is a set of emotional and social 

abilities and skills that can help people cope with the needs of everyday life and help them 

achieve greater efficiency in personal and social life. 

From the available information in psychology and management literature on performance 

motivation, we know that there is currently no fully validated concept of performance 

motivation that could be widely used in a variety of settings. (Hitt et. al., 2020), (Kraft, 2019). 

(Lavelle et. al., 2021). (Liu and Maitlis, 2014), (Ližbetinová et. al., 2020), (Lomas, 2019). 

(Lundin et. al.,  2021), Marescaux, De Winne and Brebels, 2021). 

Performance motivation is considered to be a personally typical, relatively constant 

tendency of a person to achieve the best possible performance, or at least to stick to the best 

in activities in which it is possible to measure quality, and which may or may not succeed, 

resp. in which people can achieve successes or failures.  

From a simplified point of view, if we look at a person in terms of his IQ, emotional 

quotient and ability of WQ (will quotient) as key character traits, then we get a young person 

and his image of readiness to succeed. A manager with high emotional intelligence can 

communicate effectively with others (Matsuo, 2018), (Matys, et al., 2020), can tolerate and 

manage change well, solve problems and build relationships with and between his employees 

Mičieta, et al. 2020). He can motivate them to work without management pressure. 

Nedeliakova, et. al. 2020), (Oreopoulos and Petronijevic, 2018), Oreopoulos et. al., 2019).  

Most of them have to have an open discussion with their superior and see him as a partner 

rather than a commander. (Shaffer et. al., 2016), (Stoermer et. al., 2021). (Vavrik et. al., 

2017), (Więcek et. al., 2020). 

Emotional intelligence is the capacity to understand and manage emotions. (Yukl, 2002). 

The skills involved in emotional intelligence are self-awareness, self-regulation, motivation, 

empathy, and social skills. 
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2 Methods  
The aim of the questionnaire was to find out how today's managers behave in common 

situations that occur in the daily work of managers. We also found out to what extent they 

use EI and whether they are emotionally stable enough to work as a manager. 

We used a questionnaire as a research method and, due to Covid-19, it was sent only in 

electronic form via e-mail and social networks. The questionnaire was sent to companies 

based in the Slovak Republic, more specifically in the north of Slovakia. The results of the 

questionnaire were continuously shown to us on the page on which we created the 

questionnaire, so the collected data are easy to process and very clear. 

The questionnaire contained two parts. First were filtering questions in which adepts 

entered basic information such as age, education, gender, position, and the like. In the next 

part, we asked about specific situations in everyday managerial life, from which we can 

evaluate at what level the emotional intelligence of a given manager is and whether we can 

say what an important aspect of EI is in the manager's work. 

3 Results 
The questionnaire survey showed that emotional intelligence is very important at work. The 

survey took place specifically from 16 March 2021 to 17 April 2021. The questionnaire was 

sent to 92 people, of whom 46 responses were returned. So exactly 50% of people completed 

the questionnaire. There are only a part of graphical results (Fig. 1, Fig. 2), because of limited 

paper length. 

It can be seen in Figure 1 that 39.1% of respondents have repeatedly failed to control their 

feelings and emotions. Another 34.8% of respondents got out of control only once and 26.1% 

have never been able to control their feelings. 

 

Figure 1. The ability to control emotions. 

Source: Own Processing. 

It follows from this question that 56.5% of managers can sympathize with others. 30.4% 

cannot describe their feelings towards others. 13% cannot sympathize with others. 

39%

35%

26%

Have you ever not controlled your emotions when 
meeting or negotiating with superiors or 

subordinates? 

I could not control my
feelings and emotions
once my emotions got out
of hand
it has never happened to
me before

  

SHS Web of Conferences 129, 12002 (2021)

Globalization and its Socio-Economic Consequences 2021

https://doi.org/10.1051/shsconf/202112912002

3



 
Figure. 2. Empathic of person. 

Source: Own Processing. 

As many as 95.7% agreed with this statement. In our opinion, the remaining 4.3% should 

reconsider their function in the work of a manager, because without emotional intelligence, 

no manager should function. 

Most managers try to work with their subordinates in a friendly manner, regardless of 

their senior position. 17.4% of managers do not care so much about a friendly atmosphere. 

In another question, he examined the influence of emotional intelligence on the work of 

a manager.  

Fig. 3 shows that 43.5% of managers think that EI has an impact on success. 21.7% of 

respondents are convinced of this. 17.4% of respondents could not answer and 17.4% 

respondents think that EI has no effect on the success of the manager. 

 

Figure. 3. EI and impact on the success of a manager. 

Source: Own Processing. 

4 Discussions 
Research on emotion psychology suggests that people with high EQs also have strong social 

skills. Because they are adept at recognizing other people's emotions, they are able to respond 

57%30%

13%

Do you think you are an empathetic person?

yes

I can't determine

no

43.5

21.7 17.4
8.7 8.7

YES CERTAINLY YES I DO NOT 
KNOW

HAS NO 
INFLUENCE

NO

Do you think EI affects the success of a 
manager?
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appropriately to the situation. Social skills are also highly valued in the workplace because 

they lead to better communication and a more positive company culture. 

The first filtering questions showed that for the most part the managerial function is 

occupied by men and their age is relatively low, which gives companies more opportunities 

to involve dynamic and modern elements in their activities. An interesting finding was that 

the completed education at the university level is not a condition for the management of the 

company, as the qualities needed to perform this function can be obtained in another 

environment. 

Respondents were represented in all types of management, which contributes to the 

relevance of the whole questionnaire, it was also answered by managers with different time 

activities in their profession. 

The gratifying fact was that manager answering the questions of the questionnaire are 

aware of the existence of the concept of emotional intelligence and most of them can use it, 

but positive answers did not reach one hundred percent, so some training and activities 

encouraging managers to differentiate employees are involved in their process. improvement. 

It turned out that most managers are satisfied with their lives, which may indicate that the 

position of manager suits them and fulfills them internally, as well as that they can transfer 

this life satisfaction to the team at work. It is right that they have the ability to separate their 

personal lives from working life, but there may be a situation in which they will have to make 

an excessive effort to control their emotions, so it is advisable to prepare for such moments. 

Preventing problems in the company is as important as solving them. The manager is also 

only a human being and it is natural that his feelings will manifest, but he must know how to 

prevent the negative influences resulting from such experiences from affecting the operation 

of the company. Therefore, the following section will focus on possible activities to improve 

the use of emotional intelligence in the work of managers. 

4 Conclusions 
The knowledge gained from the questionnaire will help in possible further research to create 

similar activities and improvements to imply emotional intelligence in the smooth and more 

efficient operation of the company. One of the main factors in such an activity is to know not 

only yourself, but also the other party, i.e. not only the manager, but also everyone to whom 

this process needs to be applied. Therefore, it is necessary to be interested in the feelings of 

its employees. The most appropriate way to find out their perception would be a whiteboard 

with a writing tool on which employees could write constructive criticism of the company's 

management, their ideas for improvement, praise and suggestions for increasing efficiency. 

In this way, a sense of importance will be created in them and the employer and the whole 

team of managers will have a better overview of the work team. 

Another possible improvement would be the provision of benefits to employees in the 

form of remuneration, whether regular, i.e. monthly or annual or task-based. They could 

receive rewards for well-done work, motivational financial rewards or non-financial in the 

form of a product. Employees would feel valued and would be more motivated to do their 

job. 

Stress is exceptionally not part of the job, so it is necessary to eliminate it as much as 

possible. Simple anti-stress aids could be used to make this more effective, such as available 

armchairs with cushions in company premises, coloring books, strengthening springs or 

rubber balls. The mentioned funds are not demanding for maintenance and do not 

significantly burden the company's financial budget. Simple objects could be used to break 

down this natural human emotion and would not have a negative effect on the work process. 

Ideally, to make the working atmosphere more pleasant, it would be appropriate to set 

aside a whole room with game consoles, coffee machines or sweets with a certain employee 

  

SHS Web of Conferences 129, 12002 (2021)

Globalization and its Socio-Economic Consequences 2021

https://doi.org/10.1051/shsconf/202112912002

5



discount and spaces for closer socialization, which would benefit the building of 

interpersonal relationships in the workplace.  
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