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Abstract
Emotional intelligence is a psychological character that describes how effectively an individual identifies,
understands, regulates the emotions and then uses it in problem solving thereby making decisions. A joy or sorrow in a
human life is like the sides of the coin. The degree of intelligence of the people differ from person to person. Some of them
are masters in managing their their emotions, some may not be able to manage their emotions. usually, mastery doesn’t get
angry even in stressful situations, instead they have the ability to look at a problem and calmly find a solution. The present
paper aims to investigate the level of emotional intelligence, stress and work performance of faculty members. Performance
is defined as the outcomes and accomplishment valued by the organization or system that one works in each individual is
exposed to a level of emotional intelligence and a range of stressors both at work and in their personal lives which
ultimately affect his or her performance in their work place. Pressure at work can be positive leading to increase
performance. However when the pressure becomes excessive it may negatively affect work attitude and behaviour of the
employees in the workplaces. It is conclude that the possession of high emotional intelligence is more important when
managing stress and emotions at workplace.

Introduction
Human beings are social beings and hardly ever live and work in isolation. We always plan,
develop and manage our relations both consciously and unconsciously. The relations are the
outcome of our actions and depend to a great extent upon our ability to manage our actions. The
whole context of Human Resource Management revolves around this core matter of managing
relations at work place. Emotional Intelligence is a set of qualities and competencies that captures a
broad collection of individual skills and dispositions, usually referred to as soft skills or inter and
intra-personal skills, that are outside the traditional areas of specific knowledge, general
intelligence, and technical or professional skills. Emotions are an intrinsic part of our biological
makeup, and every morning they march into the office with us and influence our behavior. They
consist of five factors: Knowing one's emotions, managing emotions, motivating oneself,
recognizing emotions in others, and handling relationships Goleman (1995). A form of 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. Emotional intelligence
improves individual and organizational performance. It plays a significant role in the kind of work
an employee produces, and the relationship he or she enjoys in the organization.
Work – Life Balance is a challenging issue for IT leaders, managers and has also attracted the
attention of researchers. Work/life balance, in its broadest sense, is defined as a satisfactory level of
involvement or „fit‟ between the multiple roles in a person‟s life. There is very little research
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conducted on Emotional Intelligence in relation to Work – Life Balance and it is very important to
explore and intensify research in this area. Various research studies have unraveled that the leaders
with higher emotional intelligence see changes as opportunities for something better, and they do
not cherish stability but ongoing development of individual workers and of the organization itself
become their prime agenda. This phenomenon of paradigm shift has led many researches in the area
and the present one is also an attempt in the line.
Objectives
To identify what aspects of work interferes with personal life, also the factors that which has
impact on the work-life balance.
To find out the emotions of the employees if there is no proper balance of work life with family
life.
To find out the relationship and influence between emotional intelligence and work life balance.
Research Methodology
The process of systematically solving a research problem is set to be research methodology. It is
a science of studying how research is done scientifically and the various steps that are generally
adopted by the researchers in studying the research problem.
Source of Data
1. Primary data
Primary data has been collected through survey method using questionnaire as the tool.
2. Secondary data
Secondary data has been collected from journals and research articles.
3. Sample size
A sample of 150 IT employees were surveyed in random from various levels of management.
4. Area of study
The study has been confined to Coimbatore city.
5. Statistical analysis
Percentage analysis, chi square and ANOVA test have been applied to analyse the data
6.

collected.
Sampling method
Simple random sampling technique

Literature Review
Studies on Work – Life Balance
Lewis & Humbert (2010)1 The most important form of flexible work arrangement used in the
organization, four days a week, is double edged and complex in its effects. It supports mothers,
but at a cost because of gendered assumptions. Despite a commitment to flexibility and “work
life balance”, the gendered construction of the ideal worker and ideas of competence conflated
with hegemonic masculinity, remain powerful. This, together with a prevalent “good mother”
ideology, undermines both gender equity and workplace effectiveness.
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Baral (2009)2 studied the scope and coverage of work-life balance practices in some of the
leading organizations in India. Based on review of literature, empirical study and analyses of
reports of news paper articles, research suggests the Indian organizations have to do a lot to
treat work-life balance practices as strategic aspect of organizational performance.
Organizations offer a lot of benefits in the name of work – life balance. However they do not
form an integral part of the companies polices. In knowledge centric organizations like IT and
ITES industries where women workforce participation is relatively higher, statutory policies
such as maternity leave and benefits are common, while practices such as flexi-time, work from
home and part-time work are still yet to pick up pace. Stress management workshops and
training programs on work life balance are being conducted by organizations as part of the
welfare provisions, but companies do not follow them as regular practices in most of the
organizations. Research shows considerable difference between the responses of HR managers
and employees. It was found that even though organizations had quite a few work-life balance
programs their employees did not recognize so. This finding shows that HR managers have to
put more efforts to properly and effectively communicate about the availability of different
work-life balance practices in their respective organizations to their employees.
In a study of 730 managerial employees from various organizations in India, it was found that
family contributes extensively to work in terms of enhancing performance and positive
emotions at workplace. One of the key findings was availability of work-life balance practices.
When an organization offers its employees policies, practices, benefits and services to help them
integrate their work and family responsibilities, employees feel committed to the organization
and indulge themselves in organizational citizenship behaviors.
Golden, Veiga and Simsek (2006) 3, around one-third of American employees had entered into
telework and telecommunicating work arrangements in the year 2005. Though this arrangement
can improve work-life balance, it could have a different impact that reduces Work Family
Conflict but increases Family work Conflict, such advancement in the technological
environment can have an impact on Work Family Conflict which can be moderated by family
size, job autonomy and flexibility.
Ferrer and Gagne (2006)4 examined in the study that in larger companies and those like
information technology and information technology enabled services industries, when
compared with the older industries like mining and construction, they implement more family
friendly policies that can ease the level of tension between work and life/family.
Pyman, Cooper, Teicher & Holland, (2006)5 an employee who is engaged and encouraged to
participate it leads to better organizational commitment and job satisfaction. When employees
are given an opportunity to speak they feel more satisfied, hoping their work-life balance
concerns can be expressed and hopefully addressed.
Spector, Cooper, Poelmans (2004)6 explored that, urban Asians on an average worked for 2,149
hours per annum as compared to 2,068 hour for South Americans, 1,898 hours for North
Americans and 1,773 hours in Europe. The lowest work hours per annum were reported by
Berlin and Germany at 1,667, with the average worker getting 30 days off every year. Research
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has also found a stronger positive relationship between the number of work hours and work
family stressors in Anglo countries.
Studies on Emotional Intelligence
Sánchez-Ruiz, Jose, Carlos, Prez-Gonzlez and Petride (2010)1 Investigated the trait emotional
intelligence (trait EI or trait emotional self-efficacy) profiles of 512 students from five university
faculties: technical studies, natural sciences, social sciences, arts, and humanities. Using the Trait
Emotional Intelligence Questionnaire, it was hypothesized that (a) social sciences would score
higher than technical studies in Emotionality, (b) arts would score higher than technical studies
in Emotionality, (c) arts would score lower than technical studies in Self-control, and (d) there
would be an interaction between gender and faculty, whereby female students would score
higher than male students within the social sciences only. Several other exploratory
comparisons were also performed. Results supported hypotheses (a), (b), and (d), but not
hypothesis (c), although the differences were in the predicted direction.
Nelis, Quoidbach, Mikolajczak and Hansenne (2009) 2 the construct of emotional intelligence
(EI) refers to the individual differences in the perception, processing, regulation, and utilization
of emotional information. As these differences have been shown to have a significant impact on
important life outcomes (e.g., mental and physical health, work performance and social
relationships), this study investigated, using a controlled experimental design, whether it is
possible to increase EI. Participants of the experimental group received a brief empirically
derived EI training (four group training sessions of two hours and a half) while control
participants continued to live normally. Results showed a significant increase in emotion
identification and emotion management abilities in the training group. Follow-up measures
after 6 months revealed that these changes were persistent. No significant change was observed
in the control group. These findings suggest that EI can be improved and open new treatment
avenues. Hopkins & Bilimoria (2008)3 Explored the relation between emotional and social
intelligence competencies and organizational success. The study showed not much of
differences between male and female leaders in their demonstration of emotional and social
intelligence competencies. It was also found that when it comes to competency demonstration
most successful men and women were more the same than different. However gender did play
a reasonable role in the relationship between the demonstration of these competencies and
success. Further male leaders were considered to be more successful, even though male and
female leaders demonstrated the same level of competencies. The four competencies that
divided the most successful male and female leaders from their typical counterparts were Self
Confidence, Achievement Orientation, Inspirational Leadership and Change Catalyst.
Romanelli, Cain, and Smith (2006) 4 examined a study conducted by Pau et al. in which the EI
of dental students and the effect of stress were evaluated. It was found that students with high
EI scores were found to have more adaptive coping strategies and better time management
skills as compared to who had low EI scores, students with low EI scores were found to have
engaged themselves in unhealthy behaviors such as smoking, procrastinating, and withdrawing
socially. Brown, Bryant, and Reilly (2005) 5 in their study predicted a connection between
transformational leadership (TL) and desirable outcomes. They also went on to say that they
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would find transformational leadership predicts desirable outcomes. Further they predicted that
there would be a positive relation between EI and desirable outcomes, but were not sure if this
relation would be a simple relationship or would only emerge after factoring out the effects of
transformational leadership. The same authors also predicted that there would be a positive
relation with transformational leadership and EQ and a negative relation with contingent
reward and with laissez-faire leadership styles. Further they went on to propose by adding EI as
well as transformational leadership to a predictive model of desirable outcomes and predicted
an interaction effect between EI and TL.
Simple Percentage Analysis
Simple percentage analysis is carried out for all the questions, given in the questionnaire. This
analysis describes the classification of the respondents falling under each category. The percentage
analysis is used mainly for standardization and comparison.
Age of the Respondents
Age
No. of respondents
Percentage (%)
20 to 25 yrs
40
26.7
26 to 35 yrs
50
33.3
36 to 40 yrs
46
30.7
41 yrs and above
14
9.3
Total
150
100.0
Gender
No. of respondents
Percent
Male
53
35.3
Female
97
64.7
Qualification
No. of respondents
Percent
Under Graduation
14
9.3
Post-Graduation
117
78.0
Others
19
12.7
Source: primary data
From the above table it is evident that out of 150 respondents taken for the study (33.3%) of the
respondents belong to the age category of 26 to 35 years. Majority (64.7%) of the respondents are
female. Majority(78 %) of the respondents are post graduates.
Chi –Square analysis
Age vs. Emotion
Null hypothesis: There is no significant relationship between age and the emotions.

4.569
5.620

6
6

Asymp. Sig.
(2-sided)
.600
.467

.618

1

.432

Value
Pearson ChiSquare
Likelihood Ratio
Linear-by-Linear
Association
N of Valid Cases

df

200
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The significant value .600 which is
greater than .05 shows that the null
hypothesis is rejected. Hence the age and
the emotions when not allowed to attend a
family occasion are dependent variables.
There is significant relationship between
age and the emotions and work.
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Marital status vs. Emotion

Pearson Chi-Square
Likelihood Ratio
Linear-by-Linear
Association
N of Valid Cases

Asymp. Sig.
(2-sided)

Value

df

5.738
6.757

6
6

.453
.344

1.941
200

1

.164

Value

df

9.847
15.301

3
3

(2-sided)
.020
.002

5.998
200

1

.014

Null hypothesis: There is no significant
relationship between marital status and
the emotions
The significant value .453 which is
greater than .05 shows that the null
hypothesis is rejected. Hence the marital
status and the emotions when not allowed

to attend a family occasion are dependent
variables. There is significant relationship between marital status and the emotions and work.
Gender vs. Emotion
Null hypothesis: There is no significant relationship between gender and the emotions when
found fault with.
Asymp. Sig.
The significant value .020 which is less
Pearson Chi-Square
Likelihood Ratio
Linear-by-Linear
Association
N of Valid Cases

than .05 shows that the null hypothesis is
accepted. Hence the gender and the
emotions when found fault with the work
carried out are independent factors. There is

no significant relationship between gender
and the emotions when the respondent is always found fault with the work.
Work experience vs. Emotion
The significant value .101 which is
Asymp.
Value
df
greater than .05 shows that the null
Sig. (2-sided)
hypothesis is rejected. Hence the work
Pearson
13.345
8
.101
Chi-Square
Likelihood Ratio
Linear-by-Linear
Association
N of Valid Cases

14.603

8

.067

.117

1

.732

200

experience and the emotions of the
respondents when their seniors react
badly for the work carried out are
dependent factors. There is significant

relationship between work experience and the emotions of the respondents when their seniors react
badly for the work carried out.
Work Experience vs. methods used for relief from stress.
Null hypothesis: There is no significant relationship between work experience and methods
used for relief from stress.
The significant value .281 which is
Asymp. Sig.
Value
df
(2-sided)
greater than .05 shows that the null
Pearson Chi-Square
7.454
6
.281
hypothesis is rejected. Hence the work
Likelihood Ratio
7.232
6
.300
experience and methods used for relief
Linear-by-Linear
from stress are dependent factors. There
Association
.323
1
.570
is significant relationship between
N of Valid Cases
200
factors considered.
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Conclusion
The world today is undergoing a change in a profound way since the dawn of the modern age.
For one, the global job market is demanding more of prospective employees. And the world‟s best
employers are not just pickier – they are seeking top graduates who also have emotional intelligence
strengths. Employers require emotional intelligence from their workers, especially as these skills
become more critical in a global, diverse workplace. Employees will have to participate in team
building and use collaborative, emotional intelligence skills that enhance working on shared goals.
"People who have successfully changed their eating habits or career paths often relied on these
methods," states Dr. Robert Epstein, United States International University at San Diego Professor.
Epstein calls them the "Three M's. Briefly, they are: Modify your environment, Monitor your
behavior, and Make commitments. People, who change their self, change their world, or "stimulus
environment." If you become more aware of what you are doing wrong -let's say an annoying bad
habit - and start self-monitoring yourself, you can start to perform positively. Just writing down on
a piece of paper each time you misbehave or mis-speak can make you focus on changing behavior.
Another powerful aid to developing those EI skill areas that you may want to reinforce is to make a
commitment to another person, who in turn, will put pressure on you when you don't comply with
the area in need of improvement. The really happy news with emotional intelligence maturity
building is that we can meet and master improvements in EI with skill techniques not just will
power. For workplace success, IQ matters, too – just not in the same way that EI does. IQ remains
the best predictor of which level of job someone can hold. For the professions (medicine, teaching,
accounting and the like) you need an IQ roughly a standard deviation among the norm – that is,
around 115 or higher. But once you are in that position, IQ does not guarantee that you will be
outstanding in your performance, nor that you will emerge as a leader. A main reason IQ no longer
predicts success once you are on the job is that everyone you are competing with is about as smart
as you. That‟s when emotional intelligence adds great value. The workplace competencies that
independent studies have identified as distinguishing outstanding performers and leaders from the
average are largely based on emotional intelligence – and as you go higher up the organizational
ladder, they have greater and greater value.
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Abstract
Family owned business is any business in which a majority of the ownership or control lies within a family. Family is
one of the oldest surviving social system (Goode1982) and family business is the oldest surviving economic system. Family
businesses exist all over the world for centuries. Families like Tata, Birla, Goenka, Murugappa, Bajaj, Modis, Bangurs,
Mafattals, Godrej, Wipro, Ambani are surviving since more than 3 generations successfully. Long term commitment,
family bonding, loyalty towards customers and employees, social identity, hands on training experience, risk taking
capacity, fast decision making, respect for generations and family culture are some peculiar features of family businesses in
India. With 75% of the Indian workforce employed by a family-owned business, how they are run and what are the trends
and challenges they face is discussed in this paper. The outcome of the research will throw some lights for the long-term
success of the family owned business.
Keywords: Family business, succession planning, entrepreneurship, generation business, trends, challenges, JEL
Classification N8,

Introduction
By definition, a family business is one in which the majority of the stake is held by the person
who has established or acquired the company (or by his or her parents, spouse, child or child's
direct heir) and at least one representative of the family is involved in the management or
administration of the business. Around 80% of the world business is controlled by families. Family
businesses constitute the largest size in terms of ownership contribute significant to the gross
national product (GNP), total industrial employment and total exports of the country. The world‟s
oldest family business is a construction company named „KongoGumini‟ of Japan founded in 578
AD and is currently managed by the 40thgeneration. Some of largest family business firms
worldwide are: WAL – Mart (USA) – Sam Walt man Family, Samsung Group (South Korea),
Foxconn (Taiwan) and Tata Group (India) India enjoys a rich and glorious history of family
business. Many of India‟s largest and most celebrated companies were nurtured by a small group of
promoters and family members. The contribution that such family businesses have made towards
the growth of the Indian economy is highly commendable. Indian economy has gone through a
roller-coaster ride since the country‟s Independence. In 1947, India was an open economy but by the
mid-1950s, big business was a bad word and soon the government placed regulatory limits on
growth of big firms. Public sector firms were at the centre of the economy. Economic policy came a
full circle in 1991, as P V Narasimha Rao government unleashed reforms and liberalised the
economy. Big businesses and foreign capital were now objects of desire, rather than derision. All
through this change, one feature of Indian economy, has remained unchanged - the dominance of
family-owned enterprises. Fifteen of the top 20 business groups in 2016 are family-owned. Together,
they controlled nearly Rs 26 lakh crore ($390 billion) of assets at the end of FY16, accounting for 84

Page 8

Nehru Institute of Management Studies, Coimbatore
Nirmala College For Women, Coimbatore

Vol. 6

Special Issue 1

February 2018

ISSN: 2320-4168

per cent of the combined assets of the top 20 business groups. They generated revenue worth Rs 18
lakh crore in FY16, accounting for 80 per cent of the sample combined revenue, demonstrating
resilience in the face of dramatic changes in the economy since Independence. But, beneath this
apparent status quo, there has been a big churn. Except for a handful, most family-owned groups
have fallen by the wayside. Conversely, many of today‟s top business groups were either very small
in the early 1950s or are products of post-Independence economic growth. In India, family
businesses range from the small mom-and-pop store (or kirana) to large conglomerates with equally
varied business interests. As their growth has skyrocketed, many have stepped outside their zones
to acquire companies in new industries and geographies. Their contribution to India‟s growth is also
being increasingly recognized.

Trends adopted by family business

Research Objectives
To understand the trends adopted by Indian family businesses
To study challenges and problems faced by Family Businesses in India
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To Suggest measures to overcome problems and challenges of Family businesses in India
Certain Challenges Remain
In today‟s competitive environment, innovation is an essential requirement to survive and
thrive. Family businesses in India view continuous innovation as the most challenging aspect over
the next five years. Talent issues, technology needs and complying with the regulations are
additional challenges that family businesses will have to face over the next five years.
Innovation for a Competitive Advantage
Our survey reveals that 56% of the family businesses in India view the need to continually
innovate as a key challenge over the next five years. Innovation is critical maintain their relevance in
the changing business environments. In order to innovate successfully, they need to combine their
new strategies to broader business goals. In addition to this, these companies need to invest in
innovation, promote a culture where mistakes are permitted and also instill in the ranks that
innovation is crucial to survival.
Retaining Talent
This is important for any organization. Family businesses believe that attracting the right talent
(40%) and then retaining it (36%) is a challenge that will have to be faced in the medium term.
Efficient Succession Planning
Mentoring and developing the next generation of successors and leaders is crucial to the success
of family businesses. 22% of our respondents felt that training and preparing the high-potential
members of the staff to take up high-level decision-making positions and the ability to survive
succession is one of the major challenges awaiting them in the near future.
Need for New Technology
Technological advancements are redefining business models, strategies and the changing
industry dynamics. Family businesses are acutely aware of the risks their businesses face if they are
unable to either adapt to the new technological advancements or bring in new technologies to
enhance the quality of products and services. One-third of the companies interviewed feel the need
to constantly keep up with the fast-paced strides technology is taking in turning the older business
models obsolete and therefore, the need to invest time and resources in research and development
(R&D).
In essence, the most important areas of concern for the success of family businesses appear to be
the ten dimensions as listed in Figure 2. These are all interrelated, such as between succession
planning and conflict resolution and ownership structure. It is the synergy created by the
interactions and reinforcements of these dimensions that help family businesses to perpetuate.
While this needs empirical validation as the most important of many dimensions there does not
seem to be any dispute on their relevance. We could call them the Ten Commandments of Family
Business.
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Ten Commandments of Family Business
It is clear from the above discussion that survival and growth of family businesses beyond two
or three generations is not always easy. Still, many make it. How do they do it? While perpetuating
family business is accepted as possible and worthwhile in the interest of all the stakeholders, and
planning tools are available (Carlock and Ward 2001; Lansberg 1999), enough is not known about
the dynamics of it happening under different socio-cultural and developmental contexts. Given that
the family and business systems remain two different phenomena, it is important and interesting to
understand the functioning and performance of family and business systems that have successfully
reached fourth generation.
Main issues anticipated in next 24 months
Key internal issues
Staff recruitment
Cash flow or cost control
Company re-organization
Availability of finance
Profitability or margins
Capacity or meeting orders
Technology
Key External Issues
Market condition
Govt policy or regulation
Competition
Exchange rates
Fiscal tax regime
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Price of raw materials
Interest rates
Challenges for the Family Business
Emotions. Family problems will affect the business. Divorce, separations, health or financial
problems also create difficult political situations for the family members.
Informality. Absence of clear policies and business norms for family members
Tunnel vision. Lack of outside opinions and diversity on how to operate the business.
Lack of written strategy.
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