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ABSTRACT: 

 

This study examines how emotional intelligence (EI) affects the delegating skill of managers working in the banking 

industry in Kerala, a state in India with a substantially higher percentage of literacy. A statistically valid and reliable 

sample of bank managers was obtained using a multi-stage stratified random sampling technique. Based on surveys 

filled out by 350 bank managers throughout the state's three most populous regions, researcher concluded that the 

managers' emotional intelligence impacts significantly on their ability delegate duty and authority to subordinates in the 

organization. The multiple linear regression model, used for analysis in this study described the influence of Emotional 

Intelligence of the bank executives on their delegating skill. All of the Emotional intelligence constructs such as “Self-

awareness”, “Self-management”, “Social-awareness”, and “Social-skills” were found to have statistically significant 

coefficients, which indicated that the EI of the bank managers analyzed in this study has a substantial impact on their 

delegating ability . A clear knowledge of the existence of this relationship between emotional intelligence and 

delegating skill would be immensely helpful to improve the performance of bank managers. Results from this research 

will also assist the administrators in the banking Industry, in laying the groundwork for efficient hiring and selection 

procedures. 
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1. INTRODUCTION              

  

In his famous quote from 1889, Vincent Van Gogh said, "Little feelings are the big captains of our life, and we blindly 

follow them without even recognizing it."" Emotions are what distinguish people from one another. The way a man feels 

affects his destiny and shapes how he sees the world. The phrase "the world is as the mind thinks of it; the world is as 

the mind sees and feels it." Mano Matram Jagat; Mano Kalpitam Jagat” as expressed by T.N. Sethumadhavan, 2010; is 

from the Hindu philosophical text “Mano Matram Jagat”. 

 

As humans, we are very complex species, both emotionally and intellectually. Although they are able to assess 

situations with their rational minds, it is their capacity to comprehend and sympathize with others that gives them their 

''human'' quality. The ability to think logically and analytically has long been viewed as a hallmark of intellectual 

prowess. Traditional intelligence tests focused exclusively on a candidate's ability to think logically. According to 

Woodworth (1940), it was believed that IQ tests were valid if they measured a person's ability to control their emotions 

in situations that would normally elicit fear, anger, or curiosity. Having strong feelings was thought to be distracting and 

cause one to lose their rational faculties. A humanist from the sixteenth century named Erasmus of Rotterdam claimed 

that "Jupiter has bestowed far more passion than reason; you could calculate the ratio as 24 to one." He allied the 

flaming tyrants of rage and desire against the lone tyrant of Reason. Everyday human experience (as mentioned by 

Goleman, 1995) reveals how far reason may win over emotion and instinct. 

 

One essential managerial skill is delegation. However, some people find it extremely difficult to implement. A manager 

needs to be proficient in the art of assigning tasks to his subordinates in order for the business to succeed. Good 

managers know what tasks to assign so that they have time to plan, work with others in the company, and keep an eye 

on their employees' performance while providing them with opportunities for growth and feedback. Delegation is a two-

way process that requires deliberate consideration to succeed rather than a one-way approach where everyone gets along 
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and bosses others around. Since people are involved, it is important to pay attention to their opinions in order to get 

support. Effective management can enhance workplace productivity and efficiency, boost employee retention, and foster 

stronger bonds and trust among co-workers. Conversely, mismanagement can result in low employee morale, subpar 

work, and non-delivery (Cooper, 2013).Prior to beginning any task or project, managers must determine who is 

qualified for the position and has the necessary abilities. To attract the best personnel, this could be accomplished by 

employing job design procedures that are followed by observations, interviews, and questionnaires (Cascio, 

2013).Organizations benefit greatly from delegation, yet managers still struggle to use it to their full potential. Although 

the term "delegation" has many different meanings and purposes, at its core, it refers to the process of assigning 

authority and power to carry out specific duties. It addresses the distribution of power in order to ensure the proper 

completion of assigned duties. SSiinnccee  tthheerree  aarree  nnoo  gguuaarraanntteeeess  tthhaatt  ddeelleeggaatteedd  ttaasskkss  wwiillll  bbee  ddeelliivveerreedd  aass  eexxppeecctteedd  aanndd  oonn  

ttiimmee,,  tthheerree  iiss  aa  nneeeedd  ttoo  uunnddeerrssttaanndd  tthhee  ssuucccceessss  ffaaccttoorrss  ooff  ddeelleeggaattiioonn  ((MMaatthheebbuullaa,,  BBeenneeddiicctt  &&  BBaarrnnaarrdd,,  BBrriiaann  22002200)).. Over 

the years, various models, frameworks, and management theories have been established and investigated to facilitate 

effective delegation. One such theory is game theory, which emphasizes the autonomy of the manager (principal) and 

subordinate (agent) to make decisions (Bendor, Hammond, & Glazer, 2011).This study paper aims to investigate the 

effect of emotional intelligence on managers' delegation abilities in different banking sectors in Kerala. 

 

2. REVIEW OF LITERATURE: 

 

2.1 Emotional Intelligence: 

A state of feeling known as emotion includes thoughts, physical changes, and an outward display or behaviour, and it 

has fascinated and perplexed theologians, psychologists, philosophers, scientists, and researchers for centuries, with 

which work on the subject continues to this day. Theologians study emotion control as a means of self-realization, 

whereas psychologists and sociologists study emotions in connection to the individual and society. However, 

researchers in the field of natural sciences are interested in the history and function of human emotions. Daniel Goleman 

has done incredible work in the field of EI by making it accessible to a wider audience and popular enough that it got the 

cover of the ''Times'' on the first try. He made numerous claims that bordered on exaggeration in his 1995 book 

"Emotional Intelligence: Why it can matter more than IQ." He used general terms, stating that emotional intelligence 

accounted for about  90% of the difference (Goleman, 1998) between an ordinary performer star performers. Goleman 

became interested in the idea of emotional intelligence after reading Salovey and Mayer's writing, and the results of his 

investigation led him to suggest a four-link model with twenty emotional abilities as its constituent parts. His ''absurdly 

all-encompassing'' personality traits, for example, differentiate him from Salovey and Mayer's theory of EQ (Locke, 

2005). He argues that one may learn and develop such emotional abilities, rather than having they come naturally. In 

turn, he believes that the ability to develop these soft skills is inherent in every person as a form of latent, innate 

intelligence. Emotional intelligence is like apples and applesauce, according to Goleman (2003). In contrast to 

emotional intelligence, however, emotional skills may be taught. His 2001 thesis has four pillars: self-knowledge 

(cognitive, affective, and behavioral), self-confidence, and self-reliance. Consistency, honesty, conscientiousness, 

adaptability, productiveness, and initiative all fall under b) self-control. b) A propensity for social awareness, 

characterized by such traits as empathy, social orientation, and an appreciation for the significance of group dynamics. 

A few examples of what d) Relationship management entails are: bonding, teamwork, cooperation, communication, 

leadership, conflict resolution, and facilitating change. 

Goleman (1998) made emotional intelligence a household term in the corporate sector with his seminal piece in the 

Harvard corporate Review. He stated that effective leaders must be able to recognize and control people's emotions. 

Entry criteria, or ''threshold skills,'' included things like a solid technical background and a high Intelligent Quotient 

(IQ).Successful people, however, are those who are able to collaborate well with others and establish strong teams. 

Emmerling and Goleman (2003), Cherniss et al. (1998), and Boyatzis and Oosten (2002) all reached the same result that 

emotional intelligence was more crucial for career success, despite the fact that having a high IQ is necessary to land a 

job. The Emotional Competence Inventory (ECI) by Goleman is a multiple-rater tool that enables evaluations of an 

individual's emotional intelligence from peers, managers, and direct reports as well as from them directly (Stys & 

Brown, 2004). Richard Boyatzis (1994) created the SAQ as a tool to assess managing, executive, and leadership skills. 

The original SAQ questionnaire (Boyatzis et al., 2000) was validated by hundreds of managers, executives, and leaders 

from across North America, and this new instrument depends on this work for 40 percent of its content.In an effort to 

provide a test that can be used anywhere, the ECI revamped the SAQ. The SRQ has been revised to incorporate 

additional content areas and expand its scope of assessment. In 1999, the ECI was redesigned and rebuilt based on 

analyses of item reliability and inter correlation using data from a sample of 596 managers and salespeople. This study 

sought to ascertain whether there were factors that distinguished high-performing managers from ordinary ones within 

the Johnson & Johnson Consumer & Personal Care Group. Positive emotional competence was linked to higher 

performance, and this finding was statistically significant (Cavallo & Brienza, 2004). 

Emotional intelligence, according to Bar-On's approach (Bar-On, 2002), is more process- than outcome-oriented, 

emphasizing potential rather than actual achievement. Emotional intelligence is seen to be something that can be taught, 
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programmed, and honed through time (Stys and Brown, 2004). Unlike Golema's approach, Bar-On's include strategies 

for dealing with stress as well as positive emotions like optimism and happiness. Reality testing measures a person's 

awareness of the discrepancy between a situation's true meaning and their interpretation of it. Impulse control is the 

capacity to resist behaving hastily in response to a circumstance. The five main parts of Bar-On's (2006) model are then 

broken down into fifteen smaller parts. a) Inward characteristics include autonomy, assertiveness, self-respect, and a 

healthy sense of self-worth. b) Social and relationship skills, such as empathy, social responsibility, and interpersonal 

skills; c) adaptability, including reality testing, flexibility, and problem solving; d) stress management, including stress 

tolerance and impulse control; and e) general mood components, such as optimism and a positive outlook. Bar-On 

(2006) describes the concept as "emotional social intelligence" (ESI) rather than just "emotional intelligence" or "social 

intelligence," as several authors have done. ESI, according to him, is "a mosaic of related emotional and social abilities, 

skills, and tools that affect how well we comprehend and express ourselves, understand and relate to others, and cope 

with daily pressures.'' Emotional intelligence is crucial to one's happiness and mental health, and Bar-On's model 

connects the two (Bar-On, 2010; and 2006). People with a high emotional quotient (EQ), in his view, are more capable 

of handling the pressures of daily life. A self-report tool called the Emotional Quotient Inventory (EQ-i) used to assess 

ESI,  places more emphasis on a person’s adaptability in the face of adversity than on one's inherent personality or 

intelligence (Bar-On, 2002). The capacity to examine one's own feelings and emotions as well as those of others, to 

distinguish between them, and to utilize this information to inform one's thoughts and actions, according to Mayer and 

Salovey's definition of emotional intelligence from 1990, '' we find the term ''emotional intelligence.'' They theorized 

that people's ability to ''solve problems and regulate behavior'' hinged on their ability to recognize and control the 

''affective information'' that permeates every endeavor. They imagined a set of abilities that, taken together, would allow 

a person to keep their feelings in check. The three general talents they identified were "appraisal and expression of 

emotion," "regulation of emotion," and "use of emotion."                         

Emotional intelligence theory has the potential to foretell and enhance people's practical abilities. Some people think 

that a better quality of life may be achieved by learning to recognize, assess, and control one's own emotions and the 

emotions of other people. Since the theory's claim can only be accepted if it can be put into practice, the first and 

foremost difficulty for theorists is to create or refine a reliable instrument for measuring and assessing a person's 

emotional skills. By doing this, we will also address the more important question of whether emotional intelligence is a 

brand-new intelligence or merely an old one that has been repackaged. Too many definitions and techniques are another 

problem for the theory. As a result, many have stopped taking the idea seriously and started treating the notion as it does 

not exist. Cherniss et al. (2006) point out that despite a century of research, there is still disagreement over what IQ is 

and how it should be tested. It is time to re-examine the usage of different standards to judge or assess EI. 

Brackett and Salovey (2021) have presented a comprehensive overview of the current tools and assessments available 

for gauging emotional intelligence (EI). In their article, they examine both established and emerging methods for 

assessing EI, providing valuable insights into the credibility and accuracy of these tools. This article serves as a valuable 

reference for researchers, educators, and professionals. Mayer and Salovey (2022) revisit their Four-Branch Model in 

their article. They thoroughly explore the four facets of emotional intelligence, encompassing the abilities to perceive, 

employ, comprehend, and regulate emotions. The authors offer a sophisticated and intricate view of the model and its 

implications for comprehending human emotional capacities. Their article adds to the continuous conversation regarding 

the essence and evaluation of emotional intelligence (EI). 

Côté and Miners (2021) have authored a comprehensive review article that delves into the connections between 

emotional intelligence (EI), cognitive intelligence (CI), and job performance. Their review explores the impact of both 

EI and CI on outcomes in the workplace and discusses how these two forms of intelligence interact to shape an 

individual's performance at work. The insights provided in this review hold valuable implications for organizations and 

HR professionals striving to grasp the role of EI in achieving success in jobs. Furthermore, Palmer, Walls, Burgess, and 

Stough (2021) have carried out a systematic review that explores the correlation between emotional intelligence (EI) and 

effective leadership. The authors have synthesized findings from a range of studies, presenting insights into how EI 

influences leadership effectiveness. Their review underscores the importance of EI in leadership roles and offers 

valuable information for the development of leadership programs and organizational practices. 

 

2.2 Delegating skill: 

A purposeful transfer of work from one person to another is referred to as delegation. According to this, delegation is a 

suitable method of reducing the workload of the manager on the employee. Employees can successfully complete tasks 

that are assigned to them, according to research (Riisgaard, Nexe, Le, Sndergaard, & Ledderer, 2016). Delegation, 

according to Stonehouse (2015), is the act of accomplishing tasks through the use of others by giving them authority and 

control over the activity. This is based on the relationship between the person assigning the work and the person 

executing it, as well as on the concepts of authority and accountability. Giving responsibility means that the individual 

conducting the work has an obligation to do it on the basis of competency, relationship, and trust. Managers keep an eye 

on the tasks that have been delegated and the feedback processes to ensure that the activities will be completed in 

accordance with the original specifications. Success in delegation can be impacted by organizational hierarchy, job 
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design, and culture. (Barnard, Brian, and Benedict Mathebula 2020). Delegation enables the transfer of power from the 

management to the subordinates and allows subordinates to participate in decision-making. It gives subordinates the 

ability to command and affect the course of action. Because it improves the efficiency and effectiveness of delivery, 

delegating authority to subordinates is advantageous to the organization and a kind of efficient management. According 

to Liberman and Boehe (2011), delegation fosters learning opportunities and improves responsiveness and knowledge 

exchange.    

TThhee  ssttaatteemmeenntt  ""DDeelleeggaattiioonn  iimmpplliieess  tthhaatt  oonnee  hhaass  bbeeeenn  eemmppoowweerreedd  bbyy  oonnee''ss  ssuuppeerriioorr  ttoo  ttaakkee  rreessppoonnssiibbiilliittyy  ffoorr  cceerrttaaiinn  

aaccttiivviittiieess""  wwaass  mmaaddee  bbyy  BBaassss  ((BBaassss,,  11999900,,  pp..  443377))..  EEmmppoowweerrmmeenntt  aanndd  ddeelleeggaattiioonn  aarree  cclloosseellyy  ccoonnnneecctteedd  ccoonncceeppttss..  SSeellff--

eeffffiiccaaccyy  iiss  ccoonnnneecctteedd  ttoo  tthhee  mmoottiivvaattiioonnaall  iiddeeaa  ooff  eemmppoowweerrmmeenntt..  WWhheenn  ssoommeeoonnee  ffeeeellss  aaccccoouunnttaabbllee  ffoorr  iimmppoorrttaanntt  dduuttiieess,,  

tthheeyy  ffeeeell  ppssyycchhoollooggiiccaallllyy  eemmppoowweerreedd..  WWhheenn  iinnddiivviidduuaallss  ffeeeell  ccaappaabbllee  aanndd  lliikkee  tthheeyy  ccaann  mmaakkee  aa  ddiiffffeerreennccee,,  tthheeyy  aallssoo  ffeeeell  

eemmppoowweerreedd..  EEaarrlliieerr  ssttuuddiieess  ccoonncceeppttuuaalliizzeedd  eemmppoowweerrmmeenntt  aass  aa  lleeaaddeerr  bbeehhaavviioorr  aakkiinn  ttoo  ddeelleeggaattiioonn  ((ee..gg..,,  LLoocckkee  aanndd  

SScchhwweeiiggeerr,,  11997799;;  MMiilllleerr  aanndd  MMoonnggee,,  11998866;;  CCoottttoonn,,  11998888,,  11999933)),,  bbuutt  mmoorree  rreecceennttllyy  iitt  hhaass  bbeeeenn  ddeessccrriibbeedd  aass  aa  

ccoonnsstteellllaattiioonn  ooff  ppssyycchhoollooggiiccaall  ssttaatteess  tthhaatt  eemmppllooyyeeeess  eexxppeerriieennccee  ((ee..gg..,,  SSiigglleerr  aanndd  PPeeaarrssoonn,,  22000000;;  NNiieehhooffffffff  eett  aall..,,  22000011;;  

RRaannddoollpphh  aanndd  KKeemmeerryy,,  22001111;;  FFrraazziieerr  aanndd  FFaaiinnsshhmmiiddtt,,  22001122;;  MMaayynnaarrdd  eett  aall..22001144)).. WWhheenn  eemmppllooyyeeeess  aarree  ggiivveenn  

rreessppoonnssiibbiilliittyy  oorr  aauutthhoorriittyy,,  tthheeyy  ttyyppiiccaallllyy  ddiissccoovveerr  tthhaatt  tthheeyy  aarree  pprreesseenntteedd  wwiitthh  aa  ddiiffffiiccuulltt,,  ccoommpplleexx  ttaasskk  ttoo  ddoo  oonn  tthheeiirr  

oowwnn;;  tthhee  ttaasskk  mmaayy  ccaallll  ffoorr  aa  hhiigghh  lleevveell  ooff  aabbiilliittyy  aanndd  mmaayy  bbee  iimmppoorrttaanntt..  

Delegation can thus provide employees a sense of purpose in their work and ownership over project outcomes. 

According to Yukl and Fu (1999), managers are more inclined to delegate to subordinates who have been working for 

them for a long time and are exceptionally competent. They are also more willing to delegate to subordinates who are 

managers. As a result, when subordinates are given responsibility, they could feel trusted, important to the organization, 

and have a greater standing inside it (Gardner et al., 2004; Chen and Aryee, 2007). Delegation may also increase a 

subordinate's self-confidence and give them the impression that they are competent to complete duties and that their 

actions matter. Delegation gives employees a sense of purpose, perceptions of self-efficacy and self-determination, and 

the perception that they have an impact, all of which have been identified as essential components of empowerment 

(Thomas and Velthouse, 1990; Spreitzer, 1995). Delegation also enables subordinates to exercise self-direction and 

control. 

 According to Kvancz (2016), managers must possess inherent leadership skills in order to properly delegate. He 

underlined that a great leader must have respect and appreciation for others as fundamental qualities. Rather than the 

elaborate projects he completed, a leader would be remembered for the way he treated others around him. A leader must 

always work to be fair, consistent, asking for feedback, doing well, and creating goals in order to demand respect. 

According to Wang and Poutziouris (2010), leaders who refuse to relinquish control end up doing the majority of the 

work, operate their organizations autocratically, and delegate little. Delegation skills are highly developed in leaders 

who value people, are transparent, and take into account all stakeholders. The fundamental element of delegation is the 

transfer of power from management to subordinate.(Somek, 2015). Delegation, according to Somek, is a relationship 

based on trust rather than a legally enforceable one. Without trust, authoritarian rule prevails. When there is a lack of 

confidence, information is withheld, which leads to a chain of delegation because the boss is not open with his staff. 

Because everyone in a position of authority wants things done their way and would, at most, claim that obeying them is 

in the best interests of the subordinates, this can lead to disobedience (Somek, 2015). The authoritarian practice of 

delegating through obedience is ineffective and risky (Somek, 2015). Delegation should be a confidential arrangement 

where both the delegator and the delegatee share in the success of the result. 

According to research (Jha, 2004), there is a connection between delegation and job satisfaction. Job features such as 

variety, task identity, autonomy, flexibility, feedback, interfacing with others, and friendship all affect job happiness. 

Effective delegation involves the volume of delegation, the delegation process, and the facilitation of the delegation 

(Jha, 2004). More so than simply participating, delegation gives subordinates more influence (Jha, 2004). According to 

Yukl and Fu (1999), satisfaction is influenced by the subordinate's competence, the manager's openness to sharing 

knowledge, and their working relationship. According to research done by Tietjen and Myers (1998), a variety of 

elements, such as autonomy, challenge, and interest, which enable subordinates to experience their own personal 

success, are dependent on satisfaction. On the other side, role mismatch and conflict may have a detrimental impact on 

job satisfaction, according to Glisson and Durick (1988). According to Schyns, Maslyn, and Weibler (2010), managers 

should spend time with their staff members who improve the caliber of their connections and trust. To maintain the 

partnership, it is important to establish ground rules and communication techniques up front. According to research, 

subordinates' support and mutual trust foster an atmosphere of openness that results in higher-quality work (Lee, 

1998).When leaders encourage others to achieve and demonstrate an interest in their growth, they gain the trust of their 

followers. According to Eveden & Anderson (1992), delegation is successful when it involves giving subordinates 

meaningful work, autonomy, responsibility, and challenges.To ensure that the message is heard and understood and that 

tasks and activities are completed quickly, Moss and Warnaby (1998) emphasized the importance of communication in 

delegation. Heavy information loads may be the outcome of fluid and dynamic work environments. Although it helps 

with information handling, stacking might have a negative effect on quality. Delegation stacking may be common, 

hence it is important to handle it appropriately (Anthony & Vidal, 2010). 
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Upon reviewing the prior research in this area, it was discovered that no studies had specifically examined the effect of 

emotional intelligence on the delegation abilities of bank managers. In light of this, this study aims to examine how 

emotional intelligence affects the delegation abilities of bank managers working in Kerala's public, old, and new private 

sectors.. 

 

3. Material and methods: 

 

3.1 Data and methodology: 

A non-experimental, quantitative, cross-sectional, and correlational analysis served as the foundation for this descriptive 

study. All of Kerala's managers working for public sector banks, established private sector banks, and emerging private 

sector banks comprise the study's population. The study is based on primary data that was gathered via a structured 

questionnaire from a subset of Keralan bank managers. A pilot research was carried out utilizing the initial questionnaire 

distributed to fifty bank managers. In order to incorporate adjustments into the preliminary questionnaire, a detailed 

analysis of the data received from 50 respondents was conducted, with variances noted. Thus, using 56 statements 

recorded on a five-point scale, a reliability analysis was conducted on the replies relevant to the managers' emotional 

intelligence and delegating capability. An attempt was made to use the traditional Cronbach Alpha Model for reliability. 

Table 01 below displays the final Alpha value for each variable in relation to the number of statements under study. 

 

Table 01: Cronbach Alpha for the variables selected for the study 

Sl.No. Variable No of Statements Cronbach’s Alpha 

1 Self-awareness 12 0.961 

2 Self-management 13 0.960 

3 Social awareness 07 0.912 

4 Social skills 16 0.952 

5 Delegating skill 08 0.982 

 

The sample size was determined using the data on variances from the pilot research, assuming a 5 percent error level in 

the estimates of the means of these 56 responses. The formula n ≥ (1.96 s/d) 2 is applied; where "d" is the standard error 

of the population parameter estimate, "s" is the estimated standard deviation, "n" is the sample size, and 1.96 is the 

critical value from the normal test at the five percent significance level. Out of all the sample sizes derived from the 

responses to all the assertions, the calculated sample size of 343 was the largest. As a result, the study's sample size was 

ultimately set at 350. 

 

To choose a sample of bank managers from the entire list of bank managers in Kerala, a multi-stage stratified random 

sampling technique was used. The number of bank managers in Kerala is relatively high. Kerala was therefore split into 

three zones in the first stage: the South, Central, and North zones. The banks were then categorized based on whether 

they belonged to the public or old or new private sectors. In phase two, a district was selected from each zone. 

Trivandrum district was chosen from south zone, Ernakulum District from central zone and Malappuram district from 

north zone. 

 

A multi-stage stratified random sampling technique was applied for the selection of sample bank managers from the 

complete list of bank  managers in Kerala. The population for the bank managers in Kerala is very large. As a result, 

Kerala was divided into three zones in the first stage—South zone, Central zone, and North zone— and the banks were 

divided into categories according to whether they were part of the public, old/ new private sectors. Each district was 

chosen from each zone in the second stage. Trivandrum district was chosen from south zone, Ernakulum District from 

central zone and Malappuram district from north zone. In the third stage, managers were selected proportionately from 

each category of bank in each district in order to provide the required sample size of 350. 

 

3.2 Demographics of the Bank managers: 

Table 02 summarizes the sampled managers' demographics. The majority of upper-level managers are men. The vast 

majority of managers are uptown city dwellers with a college degree. The bulk of the managers in the group are between 

the ages of 41 and 50, while there is a considerable presence from other age groups. Many managers even follow 

Hinduism, and the vast majority of them are married and are having nuclear families.    

                              

                               Table 02. Descriptive of the sample managers: 

variables category No. of respondents % 

gender male 269 76.85 

female 81 23.15 
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         Trans Gender 00 00 

 

Area of residence 

urban 109 31.14 

Semi-urban 79 22.57 

Rural 162 46.29 

 

Academic level 

Graduate level                221 63.14 

Post graduate level             129 36.86 

Professional qualification                00 00 

 

 

Age(in years) 

21-30                41 11.71 

31-40              109 31.14 

41-50               141 40.29 

51-60                 59 16.86 

 

    Marital Status 

Married                299 85.43 

Unmarried 47 13.43 

Widow/widower         04 1.14 

 

Religious affiliation 

Hindu 209 59.71 

Muslim 54 15.43 

Christian 87 24.86 

 others 00 00 

 

Family pattern  

Nuclear 278 79.43 

Joint 72 20.57 

 

 

 

 

Number of family 

members 

3 39 11.14 

4 169 48.29 

5 69 19.71 

6 36 10.29 

7 30 08.57 

8         07 02.00 

 

4. Results and discussion 

 

4.1 Effects of manager demographics on their Emotional Intelligence:     

Table 03 displays the results of chi-square tests that demonstrate no significant association between demographic 

variables and the emotional intelligence of the sample of bank managers. These variables include gender, level of 

education, and religious affiliation. The p-values were all more than 0.05. 

 

Table 03:  demographic influences on managers' emotional intelligence: 

Demographics Chi-square p- Value 

Gender 58.866 0.554 

Education 72.943 0.141 

Religion 93.452 0.916 

Source: Survey data 

 

4.2 Sector wise comparison of Emotional intelligence of mangers: 

The MANOVA test was used to examine the differences in emotional intelligence across managers working in different 

sectors. Tables 04, 05, and 06 below present the analysis' findings.                                 

               

Table 04: MANOVA (EI) 

Multivariate Testsa 

Effect Value F-value Hypothesis df Error df Sig. 

   
  

  
  

  
 

In
te

rc
ep

t  Pillai's Trace .992 10217.148b 4.000 344.000 .000* 

Wilks' Lambda 
.008 10217.148b 4.000 344.000 .000* 
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Hotelling's Trace 
118.804 10217.148b 4.000 344.000 .000* 

Roy's Largest Root 
118.804 10217.148b 4.000 344.000 .000* 

 B
a

n
k

in
g

 s
ec

to
rs

 

   Pillai's Trace .056 2.488 8.000 690.000 .012* 

  Wilks' Lambda 
.945 2.490b 8.000 688.000 .011* 

Hotelling's Trace 
.058 2.493 8.000 686.000 .011* 

Roy's Largest Root 
.044 3.827c 4.000 345.000 .005* 

a. “Design: Intercept + sector” ;            b. Exact statistic  

    c. “The statistic is an upper bound on F that yields a lower bound on the significance level”. 

Source: Survey Data; *Significant at 5 per cent level 

 

Table 05. Tests of Between-Subjects Effects- (EI) 

Source Dependent Variable Type I Sum of 

Squares 

df Mean 

Square 

F Sig. 

 

               

 

Sector 

Self Awareness 
249.340 2 124.670 6.644 .001* 

Self Management 
125.422 2 62.711 3.304 .038* 

Social Awareness 
80.473 2 40.237 4.788 .009* 

Social Skills 
212.830 2 106.415 4.044 .018* 

“Source: Survey Data; *Significant at 5 per cent level” 

                                

Table 06: Mean scores of EI variables: 

EI Variables         sectors Mean Std. Error 

 

Self Awareness 

Public Sector 
51.899 .287 

Old Private Sector 
53.076 .452 

New Private Sector 
49.833 .791 

 

Self Management 

Public Sector 
55.044 .289 

Old Private Sector 
55.587 .454 

New Private Sector 
53.233 .795 

 

Social Awareness 

Public Sector 
29.662 .192 

Old Private Sector 
30.402 .302 

New Private Sector 
28.600 .529 

 

Social Skills 

Public Sector 
66.759 .340 

Old Private Sector 
67.120 .535 

New Private Sector 
64.133 .937 

“Source: Survey Data” 
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 The aggregate mean scores of the managers on the four emotional intelligence measures for the three sectors were 

significantly different, as shown in Tables 04, 05, and 06, respectively. At the 5% level, the potent Pillai's Trace test-

driven MANOVA is significant (p=0.01). When the four sector-based variables are taken into account independently, 

the variation can be found statistically significant for all the variables in the test of Between-subject effects (p=0.001, 

0.038, 0.009, 0.018).The Estimated Marginal Means of the EI Variables show that Old generation Private Sector Bank 

Managers have higher levels of "Self Awareness", "Self-Management", "Social Awareness," and "Social Skill" than 

Managers in the Other Two Sectors. 

 

4.3 Sector wise comparison of Delegating skill of mangers: 

One Way ANOVA was used to assess the variation in the "Delegating skill" of managers working in various banking 

sectors in the state, and the findings are shown in Tables 07 and 08. 

                     

Table 07. Sector wise Estimated Marginal Means of Delegating skill. 

           Delegating skill (Dependent Variable) 

        Sectors (Independent 

variable) 

Mean Std. deviation Std. Error 95% Confidence Interval 

Lower 

Bound 

Upper  

Bound 

Public sector 33.9956 3.82376 .25323 33.4966 34.4946 

Old private sector 36.6957 1.28165 .13362 36.4302 36.9611 

New private sector 34.1000 2.66975 .48743 33.1031 35.0969 

Total 34.7143 3.45475 .18466 34.3511 35.0775 

“Source: Survey Data” 

 

Table 08: ONE WAY ANOVA 

                                    Tests of Between-Subjects Effects 

                           Delegating  skill ( Dependent Variable) 

Source Sum of Squares df Mean Square F Sig. 

Between sectors 489.245 2 25.127 23.144 .000* 

Within sectors 3765.147 347 10.591   

Total 4254.392 349    

“Source: survey data;*Significant at 5 per cent level.” 

 

The ability of managers to delegate tasks and duties in the organisation varies significantly depending on the sector of 

the banks in which they work, as seen in Tables 07 and 08 above. The average delegating skill scores for bank managers 

in the public sector, old generation private sector, and new generation private sector are 33.9956, 36.6957, and 34.1000 

respectively. At a 5 per cent level, the mean variation is statistically significant (F value 23.144, and p value less than 

0.05). Thus, it can be stated that among the three sectors, old generation private sector bank managers have the highest 

level of delegating skill, followed by public sector and new generation private sector bank managers. 

 

4.4 The effect of emotional intelligence (EI) on bank managers' ability to Delegate:          

Four distinct areas contribute to emotional intelligence: introspection, self-control, empathy, and social connection. A 

multiple linear regression model was used to examine how EI influences managerial decision-making. Tables 09, 10, 

and 11 present the analysis' findings. 

 

Table 09 Model Summary 

Model R R Square Adjusted R Square Std. Error of the 

Estimate 

1 .557a .310 .302 2.44521 

a. Predictors: (Constant), Self Awareness, Self Management, Social Awareness, Social Skills 

Source: Survey Data 

 

Table 10 ANOVAb 

model sum of squares df mean Square F Sig. 

Regression 891.476 4 222.869 31.144 .000b 
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Residual 2468.878 345 7.156   

Total 3360.354 349    

a. Predictors: (Constant), Self Awareness, Self-Management, Social Awareness, Social Skills 

b. Dependent Variable: Delegating 

Source: Survey Data 

 

Table  11 Coefficientsa 

 

Model 

Unstandardized Coefficients Standardized 

Coefficients 

 

t 

 

Sig. 

B Std. Error Beta 

 

 

 

 

 

1 

(Constant) 13.460 2.097  6.420 .000* 

Self-Awareness .095 .042 .135 2.256 .025* 

Self-Management .091 .044 .133 2.060 .040* 

Social Awareness .233 .074 .228 3.165 .002* 

Social Skills .094 .042 .161 2.254 .025* 

a. Dependent Variable: Delegating 

Source: Survey Data;*Significant at 5 per cent level of significance 

 

 

The tables 09, 10, and 11 demonstrate that the regression is acceptable. It explains 31 percent of the variation in the 

bank executives' delegating skill. We can infer that the regression offers a plausible explanation because the F value 

(31.144) is statistically significant at 5% level. For "self awareness," "self management," "social awareness," and "social 

skills," all relevant t-Values and coefficients are significant (observed P value is less than 0.05 in all cases). Thus, it can 

be concluded that all facets of emotional intelligence have a significant impact on the delegating skill of the bank 

executives chosen for the study. 

 

5. Conclusions, Limitations and future research directions: 

 

This research looks at how managers in the public banking sector, old generation private banking sector, and new 

generation private banking sector in Kerala, a state with a much higher literacy rate In India, use emotional intelligence 

to delegate tasks and duties in the organization". The study relied on replies from three hundred and fifty bank managers 

throughout the state's three most populous regions. The MANOVA and One way ANOVA attempted in this study 

revealed that there exist significant variation in Emotional intelligence and delegating skill respectively,  among the 

managers working in different banking sectors in Kerala. Hence to further explore whether the variation in delegating 

skill is caused by the variation in Emotional intelligence, the researcher employed the multiple linear regression model 

and the findings indicated that the regression is satisfactory, accounting for 31 % of the variance in bank managers' 

delegating ability. All the EI variable and associated t values were significant. All the four key domains of emotional 

intelligence showed significant impact on the bank manages’ delegating skill. The results of the study seemed to be 

highly relevant since it helps bank managers to see the ways in which emotional intelligence influences their delegating 

skill and make necessary modifications. The research will also aid those in the banking administration in laying the 

groundwork for efficient hiring and selection procedures. 

However, there are some things that cannot be included in this investigation. To make any clear conclusions about the 

association between emotional intelligence and bank managers' ability to delegate tasks and authority, the sample size of 

this studies—350 individuals from a little state like Kerala—is too small. There are likely many other factors that 

influence managers' capacity to delegate tasks and duties among the subordinates. Multiple linear regression models 

provide support for the study's findings. If we want to draw stronger inferences and verify these results, we need to 

apply more statistical models and collect data from bigger samples across different Indian states on more relevant 

factors. 

Based on the conclusions and limitations of the study, here are some future research directions.  a) Expanding the 

sample size and conducting similar studies in other Indian states or regions can provide a broader understanding of the 

impact of emotional intelligence on bank managers' delegating skills. This could help confirm the generalizability of the 

findings. b) Longitudinal studies can explore how emotional intelligence evolves over time and its impact on delegating 
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skills. Long-term studies can reveal trends, changes, and provide a more comprehensive view of this relationship. c) 

Complement quantitative data with qualitative research methods, such as interviews or focus groups, to gain deeper 

insights into the mechanisms and specific emotional intelligence competencies that are most influential in delegating 

tasks. d) Develop and implement interventions to enhance emotional intelligence among bank managers and assess how 

these interventions impact their delegating skills and overall job performance. This can provide practical 

recommendations for training and development programs. e) Extend the research beyond the banking sector and explore 

the impact of emotional intelligence on delegating skills in various industries. This could help in understanding sector-

specific nuances. f) Consider conducting comparative studies with international banks to investigate how cultural 

differences might influence the relationship between emotional intelligence and delegating skills g) Consider conducting 

comparative studies with international banks to investigate how cultural differences might influence the relationship 

between emotional intelligence and delegating skills. h) Collaborate with banking institutions to implement findings 

from the research into their hiring, training, and leadership development programs, and assess the real-world impact of 

such applications 
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