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Abstract

Today, with the trend of the development of the technical sphere and the increase
in the need for the development of a healthy lifestyle, an essential factor when choosing
a professional is not only a competent specialist but also a high level of emotional
intelligence taken into account, as this is one of the main predictors of effectiveness in
working with people for results. This study is relevant since managers of technical
specialties directly focus on working with equipment, and the zone of emotional
intelligence will be their zone for development; in turn, trainers concentrate on working
with people who often hone the skill of emotional intelligence. The goal is to determine
the level of differences in emotional intelligence among technical company managers and
fitness trainers. The object is the managers of the technical company (TOO KN-Tel) and
fitness trainers (FitnessB). The subject of research is the level of emotional intelligence.
The research methodology was composed of the “Emotional Intelligence Test” (N. Hall)
and the "EmlIn Test". The data collected from the technical company managers and the
fitness club trainers were processed using the IBM SPSS Statistics 22 statistical program
package. Emotional intelligence plays an important role in the success of both groups,
but it manifests itself differently depending on the professional environment. These
differences must be considered when developing emotional competence development
programs for different professional categories. The results of this work revealed the level
of understanding of other people's emotions in both groups, and companies could use it
to draw up training programs and events to develop emotional intelligence as a whole
and in individual ego zones.

Keywords: managers, coaching, skills, emotional intelligence, competencies,
professional competencies, personnel management
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Tyara apanbIk Jarabliap: puTHeC HHAYCTPUSCHI MEH
TEXHOJIOTUSIJIBIK CEKTOP/bI CAJTBICTBIPMAJBI 3€PTTEY

Mycuxuna E.B.'*, Muax T.?2

"X anpIkapasblK IPaKTHKAJIBIK TICHXOIOTHS KOHE TIeJarOruKa aKaaeMHsChl, Anvamoi,
Kazaxcman
’Benepus aybln wlapyaubiivblebl JHcoHe oMip mypanbl bIILIMOAP YHUSepCUmeni
(MATE), I'o0onno, Benepus

Tyiin

ByriHri TaHga TEXHUKANBIK CalaHBIH JaMy TEHICHIIMACHI KOHE callayaTThl eMip
CAJITBIH KaJIBITACTHIPY KAXKETTUTITIHIH apTybl JKaFAaiibIHIa MaMaH TaHJIayda MaHbI3 bl
(dakTop TEeK Ky3bIPETTI MaMaH FaHa eMeC, COHBIMEH KaTap SMOIMOHAIBIK HHTEJUICKTTIH
YKOFaphI JICHIeH1 Jie eCKepiel, OUTKeH1 OYJ1 HOTHKETe KETY YIIiH agaMIapMeH KYMBIC
icTeyzeri THIMAUTIKTIH Heri3ri OospkaymbsutapabiH Oipi. Byn 3eprrey e3ekTi Ooibin
TaObUTaJbl, OWTKEHI TEXHHUKAJIBIK MaMaHABIKTApIbIH  MEHEDKepiaepl  Tikenen
TEXHOJIOTUSIMEH KYMBIC ICTEeyre OaFbITTANIFaH KOHE IMOIIMOHAIIBIK MHTEIUIEKT Calachl
oJIap/bIH AaMy aiiMarbl 00azibl, 63 Ke3eriHe TpEeHepiep aaaMIapMeH KYMBIC iCTeyTe
Hazap ayjapa OTBIPBIN, AMOLMOHAIIBIK HHTEIUICKT JaFAbUIAPBIH KU1 IIBIHIANIBL.
MaxkcaT — TeXHHMKaIbIK KOMIAHHUS MeHemKepiiepi MeH (DUTHEeC-)KaTTHIKTHIPYILIbLIAP
apachIHIaFbl AMOIMOHANIBIK HWHTEIUICKT AalbIPMAIIbUIBIFBIHBIH JICHICHIH aHBIKTAY.
OObekTiIep — TeXHHUKaJIBIK KommnaHusHBIH MeHemkepnepi («KH-Tem» XKIIC) sxone
¢utHec-Tpenepnep (FitnessB). 3eprrey moHi 3MOIMOHANABI HHTEIUIEKT JAEHTeli OOJbII
TaObUTA Bl 3epTTEY dicTeMEeC « IMOIMOHANIBIK UHTEIUICKT chiHarbDy (H. Xomr) sxone
«Tect DOMUn» O6onnpl. TexXHUKaJIBIK KOMIIAHHMS MEHEDKEpiiepi MeH (uTHec-Kiry0
KATTHIKTRIPYIIbIIapbIHAH xuHaFaH nepekrep IBM SPSS Statistics 22 crarucTukambik
OarmapiaMalbiK MaKeTiHIH KOMETIMEH OHIENl. DMOIUSIIBIK HHTEIUICKT €Ki TONTHIH /1a
TaOBICTHI OOTYBIHIA MAHBI3ABI POJI aTKApaIbl, OipaK KociOn opTara OalIaHBICTHI OPTYPIIl
TypAae KepiHeni. byn allbIpMaIIbUIBIKTapAbl OpTYpJi KociOM caHarTap YIIiH
AMOITMOHAIJIBIK KY3BIPETTUTIKTEPI JaMBITY OarmapiamManapblH 931piiey Ke3iHIe ecKepy
KaKeT. byJl JKYMBICTBIH HOTHXKENEpl €Ki TONTarbl 0acka aJaMIapblH SMOIUSIIAPBIH
TYCiHY JCHreWiH aHbIKTayFa MYMKIHAIK Oepai koHe oyiapAbl MaijganaHyra OoJaibl.
KoMmnanusimapsl kaiambl SMOIMMOHANIBIK WHTEIJIEKTTI KOHE OHBIH JKEKEe aliMaKTapbIH
JaMBITyFa OaFbITTaJIFaH OKY OaraapiiamMaiapbl MEH ic-IIapajiapbliH JKacay YIIiH.

Kinrrik ce3mepi: MeHemkepiiep, TPEHUHITEp, MAaFabliap, SMOLMOHAJIbI
MHTEIUIEKT, KY3bIPETTEp, KOCiOU KY3BbIpeTTep, HEePCOHANIBI OaCKapy
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MexIMYHOCTHbIE HABBIKHM: CPABHUTE/ILHOE Hccaef0BaHue puTHec-
HHIYCTPHUM U TEXHOJIOTHYECKOT0 CEKTOpPa

Mycuxuna E.B.!*, Muax T.?

!Meawcoynapoonas axademus npakmuueckoli NCUXono2uu u nedazo2uxuy, Armamot,
Kaszaxcman
’Bencepckuil ynusepcumem cenbckozo xozaiicmea u ecmecmeenuvix Hayk (MATE),
T'éoénné, Benepus

AHHOTANUA

Ceromusi, mpu TEHICHIMH pa3BUTHS TEXHUYECKOW cdeppl U  yBETMUECHUU
noTpeOHOCTH B Pa3BUTHUU 370POBOro o0Opas3a KH3HH, HEMAJOBAXKHBIM (DaKTOpOM IpH
BbIOOpE mpodeccuonana sBIsETCS HE TOJIbKO KOMIIETEHTHBIM CHEIHUANIUCT, HO TaKXKe
YUUTBIBAETCSI BHICOKUN YPOBEHb SMOLIMOHAIBHOTO WMHTEIUIEKTA, TaK KaK 3TO OJAWH W3
TJIABHBIX MPEIUKTOPOB 3((PeKTUBHOCTH B paboTe C JIOARMU Ha pe3ynbrar. JlaHHoe
UCCIICZIOBAaHNE AKTYaJbHO, ITOCKOJBKY MEHEKEPhl TEXHUYECKUX CICIHaTbHOCTEH
HEMOCPEACTBEHHO COCPEA0TAuNBAIOTCS Ha paboTe C TEXHUKON U 30Ha SMOIMOHAIILHOTO
MHTEIUIEKTa, Oy/eT SABJATHCA WX 30HOM JUISL pa3BUTHS, B CBOIO OUepelb KaK TPEHEPHI,
cocpenoTaurBasich Ha paboTe ¢ JI0JbMU, Yallle OTTAYUBAIOT HABBIK SMOIMOHAIHLHOTO
uHTeIuleKkTa. Llenpio sABNSETCA oOmMpeAesieHHe YpPOBHS PazIHYUil AMOIMOHAIBHOTO
MHTEJJIEKTa Y MEHE/DKEPOB TEXHUYECKOW KOMIIAHUU M (QUTHEC-TpeHepoB. OOBEKTOM
ABISIOTCST MeHekepbl TexHuueckod kommanuu (TOO KN-Tel) u ¢urHec Tpeneps
(FitnessB). [IpeameTom uccienoBanus SBISETCS YPOBEHb SMOIIMOHATLHOTO HHTEIUICKTA.
Meroponoruto uccienoBanus coctaBmin «TecT sMonuoHanbHOro uHTEIekra» (H.
Xomn) u «Tect OmMUn». CoOpaHHbIE TaHHBIE OT MEHEDKEPOB TEXHUUIECKON KOMITAHUH U
y TpeHepoB ¢uTHec-kiyba ObuM  00paboTaHbl C  HCIOJb30BAaHMEM MaKeTa
cratuctudeckux nporpamm IBM SPSS Statistics 22. DMonMoOHaIBHBIA WHTEIUICKT
UTpaeT BaXHYIO0 pOJIb B ycHexe o0eux TIpymI, HO THPOSBISETCS IO-pasHOMY B
3aBUCHUMOCTH OT IpOo(eCCHOHAIbHOM cpenbl. DTH pa3iuyuns HEOOXOJUMO YUHUTHIBATDH
npu paspaboTKe MporpaMM IO Pa3BUTHIO SMOIMOHAIBHOW KOMIIETEHTHOCTH JUIS
pa3IuyYHbIX MpodeccnoHanbHbIX KaTreropuil. Pe3ynbpTarsl naHHOM pabOThI MO3BOIMIN
BBISIBUTH yPOBEHb TMOHMMAHHS YYKUX JMOIMH B 00EMX Tpymmax U MOTYT OBITh
UCIIOJIb30BaHbl ~KOMITAHUSIMH, JJISi COCTaBJCHHMS TPEHUHTOBBIX MpPOTpaMM H
MEPOTPUATHIA, HAITPABJIIEHHBIX HA PA3BUTHE YMOLMOHAILHOTO HHTEJUICKTA B [IEJIOM U Ha
OTJENbHbBIE €T0 30HBI.

KiawueBble cJioBa: MEHEDKEPHl, TPEHEPCTBO, HABBIKH, OSMOIMOHAIBHBIN
HUHTCIJICKT, KOMIICHTCHIIUU, HpO(I)eCCI/IOHaJIBHLIe KOMIICTCHIIUU, YHOpaBJICHUC
MIEPCOHATIOM
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Introduction

Solutions to many theoretical and practical ways of displaying emotional
intelligence are revealed in theories of emotional-intellectual abilities, the theory of
emotional competence, the non-cognitive theory of emotional intelligence, and others.
Also, the volume of research devoted to the importance of interpersonal skills for
successful leadership has been growing recently. Social intelligence is becoming
critically important for managers, coaches, and mentors at various levels because their
success increasingly depends on effectively managing teams, establishing strategic
connections, and influencing others. The higher the level of the organizational hierarchy,
the more problem-solving is associated with interpersonal interaction [1]. Employees
who know how to resolve conflicts, motivate others, and adapt to changes often have
higher emotional intelligence. Accordingly, organizations often seek to hire coaches or
managers with the above skills. Awareness of the importance of interpersonal
competencies has recently acquired the status of a company asset related to human
capital. There is a shift in the understanding of soft skills: employees with high emotional
intelligence are now perceived as valuable assets [2].

For coaches, the ability to empathize and understand is essential, but more often
than not, relationships in sports are long-term, and the coach must be a leader. There are
many leadership theories, but there needs to be more research in sports leadership.
Researchers have developed the Coach Behavior Assessment System and the Sports
Leadership Scale, which allow us to assess the influence of coaches' communication with
athletes on their confidence levels and performance. More often, high performance in
competitions was associated with the style of training, a reflection of the coach's
competence, the level of satisfaction with training, the self-esteem and motivation of the
athlete, and other communication factors during preparation [3,4]. Boardley, Kavussanu,
and Ring, in their study of transformational and transactional leadership theories, found
similarities in the effectiveness of business models, coaching, and sports. Both found
support for the relationship of these leadership behaviors to training effectiveness [5]. It
has been theoretically substantiated and experimentally proven that emotional
intelligence is a set of personal abilities that ensure identification, understanding of the
causes, and management of one's own emotions and other people's emotions to
successfully achieve goals and objectives in activities (professional activities,
communication). It includes an intrapersonal component - understanding and managing
one's own emotions and an interpersonal component - understanding and managing other
people's emotions.

The article aims to determine the level of differences in emotional intelligence
among managers of a technical company and fitness trainers. The object is managers of
a technical company (TOO KN-Tel) and fitness trainers (FitnessB). The subject of the
study is the level of emotional intelligence. The hypotheses of the study are related to the
specifics of work and leadership:

Hypothesis 1: Fitness trainers have higher emotional intelligence than managers of
a technical company.
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Hypothesis 2: Managers of a technical company have higher emotional intelligence
than fitness trainers. The article includes a literature review, data collection,
methodology, statistical analysis, and conclusions.

Literature review

Theoretical analysis of emotional intelligence in managers

Modern conditions have changed the requirements for managers. One requirement
is emotional leadership, where you must skillfully manage people, relying on emotional
intelligence. Emotional leadership leads companies to success, unlike the rational
approach, which is already outdated.

Emotions seriously affect an individual's health and behavior, but social emotions
have only recently begun to be studied. They affect the ability to cope with stress, resolve
conflicts, regulate mood and performance, etc. Motivation, the effectiveness of the
organization, and professional activity depend on how well a person can manage his
emotional state.

While defending his doctoral dissertation, Physiologist Reuven Bar-On introduced
anew concept of the "emotionality coefficient," which gained popularity and was studied
in more detail by scientists John Mayer and Peter Salovey. This concept spread in the
scientific field when an article with this title was published. It is also worth mentioning
the works of Daniel Goleman, who described the history of the development of the
emotional intelligence theory by analyzing modern ideas about this phenomenon. He also
proposed his model [6,7].

This concept spread in the scientific field when an article with this title was
published. Scientists identify the four components of emotional intelligence: self-control,
self-awareness, sensitivity to society, and relationship management. Self-awareness and
self-control aim to work with an individual's emotions; the last two components are
essential when communicating with others. For example, empathy is needed for a
company to be successful, especially in an environment with several cultures. A manager
must be stress-resistant and correctly use the emotions of his subordinates to achieve the
company's goals [8,9,10]. That is why such terms as "emotional contagion" and
"emotional uplift" come into play.

Theoretical analysis of emotional intelligence in coaches

From a coaching perspective, self-control in coaches results from training in self-
awareness and working on time efficiency. To create training and daily plans, coaches
can improve organizational aspects through software and web platforms. In addition,
coaches who have the best results in organizing their schedule have high results in the
teams they lead. Thus, there is a connection between the ability to control their emotional
state in coaches and the victories of their athletes. Scientists have also found a connection
in the opposite direction: aggressive behavior of coaches leads to low motivation in
athletes [11]. Therefore, the emotional background of athletes increases after a
motivational speech by a coach before important competitions. A coach who can evoke
positive pre-game feelings in his athletes demonstrates control over his emotional state
and knowledge of the emotions that prompt them to react. Therefore, the coach is
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responsible for implementing emotional regulation and control, especially at critical
moments for the team.

Olympic coaches note that keeping calm under pressure significantly improves
their ability to make strategic decisions and effectively manage a team [12]. Thus,
cognitive-behavioral training allows a coach to develop skills in hiding emotions during
tense moments in games and reduce the number of penalties for the team since the athletes
also try to control their behavior [13]. Emotionally intelligent coaches know how to adjust
the team's actions right during games, significantly if the opponent has changed their
behavior strategy.

However, the calm state of an athlete is more suitable for sports that require
concentration (chess, e-sports, etc.). Experienced coaches understand that there is a
specific range of emotions. Sometimes, athletes in a state of anger can produce better
results, significantly if the sport is associated with physical activity [14]. Therefore,
control on the part of a coach also lies in the ability to bring his team out of a state of
equilibrium to achieve high sports results (for example, in football) [15].

But the feelings of anger and anxiety are two emotions with opposite effects. Anger
leads to achieving results as a catalyst, and anxiety does not allow concentration; it is an
exhausting internal state [ 16]. At this moment, when the coach notices the first symptoms
of anxiety and worries, he demonstrates such behavior that calms the athlete. However,
if the coach does not have an emotional connection or needs to learn how to read team
members' emotions, this leads to low sports results. It turns out that team management is
the most essential skill for a coach, individual athletes, or the entire team [17,18]. Thus,
a necessary role of the coach is the ability to resolve conflicts that arise not only at the
team level but also between players and the management of sports clubs, to replace
parents where necessary, to motivate and lead to achievements, and to be a friend in those
moments when it is needed.

Methodology

The data for the study were collected as a result of a survey of employees of two
companies: TOO "KAR-Tel" and "FitnessBlitz." In the first company, 30 top and middle
managers were surveyed; 30 trainers were also surveyed in the second company.
Mathematical processing was carried out using the IBM SPSS Statistics 22 statistical
software package. Psychodiagnostic research methods are based on two methods:

1. Methodology “Emotional Intelligence Test” (N. Hall).

2. "Test EmIn" (D.Lucin).

The purpose of the first method is to determine the key aspects of the perception of
the emotional stability of the individual [19]. The second method additionally includes
the Mann-Whitney U test and will allow to identify the ability to control one's own
emotions and the emotions of others [20,21].

The stages of conducting the research include:

1. Conducting two tests on the example of a technical company, namely
managers of KAR-Tel LLC;

2. Conducting two tests among fitness trainers "FitnessBlitz"

3. Statistically process the results of each sample;

Qainar Journal of Social Science,
Volume 3, Issue 3, 2024

59



60

4. Formulate the necessary conclusions based on the results obtained.

Emotional Intelligence Test" N. Hall

The procedure for conducting the method: the subjects are offered statements that,
in one way or another, reflect various aspects of their lives. Each statement must be
marked according to the level of compliance with it on a scale from (-3 points) to (+3
points), there is no intermediate value of 0. Registered indicators: the methodology
consists of 30 statements, divided into 5 parts (Figure 1).

Scale of
recognizing
emotions of
other people

C Scale type (Q=30) )

Figure 1. Types of question scales according to the “Emotional Intelligence Test”
method (N. Hall)

Scale of Self-
managing motivation
emotions scale

Emotional

Awareness EMpRIY

scale

Scale

Note: compiled by the authors

The first scale shows understanding and awareness of one's emotions through
regular enrichment of the vocabulary of emotional expressions. The second scale assesses
the ability to control one's emotional state. The third scale assesses a person's ability to
control one's behavior. The fourth scale is devoted to determining the empathy of a leader
(trainer or manager) and the ability to read the emotions of others by their behavior.
Finally, the fifth scale includes questions to assess the ability to influence others.

This test will assess the ability of managers to recognize and regulate their
emotions, including during conflict situations. The positive side of the survey is also
information about how managers use emotions to maintain high motivation and
productivity at work. It is planned to identify strengths and weaknesses in developing
emotional intelligence in individual managers. The survey of fitness trainers will show
the quality of customer service, the training process's effectiveness, and the fitness club's
working atmosphere. Trainers with developed empathy better understand their clients'
emotional and physical limitations, which helps to individualize training programs, avoid
overload, and maintain motivation at a high level.

The second test "Test EmIn" D. Lucin

The procedure for conducting the method: subjects are offered 46 statements. To
calculate the points, the answers are coded according to two scales:

a. For statements with the key: completely disagree - 1, completely disagree - 0,
completely agree - 3.
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b. For statements with a reverse key: strongly disagree - 3, degree of disagree - 2,
degree of agreement - 1, strongly agree - 0.

These answers have 9 gradations, which reflect the ability to understand one’s own
internal emotions and interpret the emotions of other people (Figure 2).

Key Ability )
Understanding of )

other people's Ability to understand and manage the emotions of other peop!
emotions

N
4

Interpretation

PEX

le

+

~

Management of
other people's
emotions

Ability to understand and manage one's own emotions

Understanding of

I one's own emotions |
\

Ability to understand one's own and others' emotions

N
7

Management of

I\ one's own emotions
/

Ability to manage one's own and others' emotions

Z1-

Understanding emotional states through external cues (facial
Control of expression :— expressions, gestures, voice) or intuition; sensitivity to others'
internal states

e
. A A A

Evoking desired emotions, reducing unwanted ones, emotiona
awareness, recognition, understanding causes, and
verbalization

Interpersonal El

PPPPPQ @
A A

S
N

The ability and need to manage one's emotions, to evoke and
Intrapersonal El T— maintain desirable emotions and keep unwanted ones under
control

B
A4

Understanding of
emotions

The ability to control the external manifestations of one's
emotions

Management of
emotions

Ability to understand and manage the emotions of other people

XX
&/

/ g
\%-/

Figure 2. Registered indicators
Note: compiled by the authors
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Therefore, the EmIn Test by D. Lusin is an effective tool for a comprehensive
assessment of emotional intelligence, allowing one to determine the level of
understanding, management of emotions, and empathy in the person himself and
interpersonal interactions.

Results for the '""Hall Emotional Intelligence Test"

The study then covered samples of 30 people to analyze the level of emotional
intelligence. Based on the data obtained, researchers identified and described the features
of emotional intelligence in each sample. Graphic data on the method "N. Ksoll's
Emotional Intelligence Test" for both are shown (Figure 3).

S -
Managers 2,9 8,03
’ 11,03
6,07 !
_——
Fitness trainers 2,5 5,20

8,63 11,33

0 2 4 6 8 10 12
B Completely disagree B Mostly disagree M Partly disagree

Partly agree Mostly agree Completely agree

Figure 3. Average scores of managers of a technical company and fitness trainers
(“N. Ksoll’s Emotional Intelligence Test”)

Note: compiled by the authors

According to the data obtained, most of the answers are combined in the column
"In fundamental agreement," which offers a greater understanding of the statements about
the level of external emotional intelligence. Researchers obtained the following results
based on Table 4 and the analysis of the emotional intelligence scale (Figure 4).

Emotional awareness Managing your emotions
B Self-motivation B Empathy
B Recognizing other people's emotions .
$~ o™ g ~ gl n
S~ = 3 & ~ 3 o~ J
AEEE ‘R
MANAGERS FITNESS TRAINERS

Figure 4. Comparative data of scales according to the method “N. Hall’s
Emotional Intelligence Test” of both samples

Note: compiled by the authors
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According to Figure 4 and the detailed study of the emotional intelligence scale,
the results showed the scale “Emotional awareness” of the technical company showed a
reasonably high result, which indicates a general knowledge of emotions, their
occurrence, and understanding, indicating in the school "mostly" Agree" a higher number
of points (3.23 average score).

The results for fitness trainers also showed the highest result, which indicates a
complete recognition of emotions and their occurrence, indicated in the school
“completely agree” a higher number of points (2.83 average scores);

In the school, “Managing your emotions” is a good result, and in general, the
subject's managers and trainers can control their emotions without difficulty; this is
indicated by the highest number of colors indicated in the school "in normal agreement"
(2.7 and 2.23 average ball);

On the scales, “Self-motivation” and “Empathy” for managers change in the same
results. Relative to other scales, the average ball was lower (1.8 average score) in these.
We assume that managers of a technical company work more directly with a technician
and with clearly specified orders, which does not allow regular, informal contact with
colleagues. Hence, the low results in these scales;

Results of a survey of fitness trainers at the “Self-motivation” school, the subjects
showed the lowest result of all the available scales (2.1 average scores). We assume that
fitness trainers are regularly subject to emotional feedback the side and subsequently,
according to the words that we welcome, from emotional exhaustion, the motivation itself
remains not at a high level, which was confirmed by the results and in the "Empathy"
school, the result indicates a high understanding of the emotional state of a person's friend
(2.23 average score);

The “Recognition of Other People's Emotions” scale differs significantly in the two
samples. Managers do not have high results, although we have more marked balls in the
“completely agree” school. However, compared to the previous ones, the school could be
a leader (1.93 average scores). On the contrary, fitness trainers have relatively high results
relative to each other's scales. Constant interaction with people allows us to recognize
different people's emotions better (2.5 average scores).

Results for the “Emin D.Lucina Test”

The results of D. Lusin's “Emin Test” allow one to assess the general level of
emotional intelligence, including intrapersonal and interpersonal aspects. They show the
ability to recognize and manage one's emotions, understand and regulate other people's
feelings, and demonstrate empathy and emotional regulation (Figure 5).

Analyzing the results of managers, in descending order, in Figure 4, we see that
most people (19.5) marked the option “Rather agree”. Next comes the column “Rather
disagree” (14.06). We received the least results in the column “Completely agree” and
“Completely disagree”, which generally indicates that the subjects in the proposed
statements, to a greater extent, did not give a completely confident statement (7.63), but
also the least (5.13) they gave a negative answer to the proposed 46 statements.
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100

3 MP (understanding of other
90 86 7 people's emotions)

MU (management of other
80 people's emotions)

VP (understanding of one's
70 own emotions)

VU (management of one's
60 own emotions)

m VE (control of expression)

50
45
44 42 42 é4 W MEI (interpersonal El)
40
m VEI (intrapersonal El)
30
22,5 M PE (understanding of
18, 39 5 18,48,8 emotions)
20 14, 7 m UE (management of
emotions)
10 B GEI (General emotional
intelligence)
0
Managers Fitness trainers

Figure 5. Comparative data of the scale according to the method “Test EmIn D.Lucin”
with a choice

Note: compiled by the authors

Analyzing the results of fitness trainers, in descending order in Figure 6, we see
that most fitness trainers (13.6) marked the option “Rather agree”, as did the managers
of the technical company. However, compared with the managers of the technical
company, in the column “Completely agree”, we received a greater result than the
managers of the technical company, which generally indicates more confident answers
to the statements (12.53). It is worth noting that in the column “Rather disagree” we
received a result (11.16), which is clearly less than in the other sample. Still, in the
column “Completely disagree” we received a higher result (8.7), which once again shows
that fitness managers have more specific and confident answers.

To identify the differences in emotional intelligence among fitness trainers and
technical company managers, a mathematical analysis of the data was carried out using
the Mann-Whitney U-test in the IBM SPSS Statistics 22 program. Mathematical
processing revealed indicators in the level of differences in emotional intelligence among
fitness trainers and technical company managers, presented in Table 1.
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Table 1. Comparison of the indicators of managers of a technical company and fitness
trainers on the questionnaire EMiN Lyusin D.V scale.

Scale Subgroup Average rank Sum of ranks
33,5 1005
MP Managers
Fitness trainers 27,5 825
19,82 594,5
MU Managers ) )
Fitness trainers 41,18 1235,5
VP Managers 34,12 1023,5
Fitness trainers 26,88 806,5
27,5 825
VU Managers
Fitness trainers 33,5 1005
30,3 909
VE Managers
Fitness trainers 30,7 921
26,1 783
MEI Managers )
Fitness trainers 34,9 1047
30,53 916
VEI Managers ,
Fitness trainers 30,47 914
PE Managers 25,45 763.5
Fitness trainers 35,55 1066,5
25,3 930
UE Managers
Fitness trainers 35,7 900

Note: compiled by the authors

On the MP scale, managers have an average rank of 33.5, higher than 27.5 for
fitness trainers, indicating superior performance. In contrast, on the MU scale, fitness
trainers show a significant advantage with an average rank of 41.18 compared to 19.82
for managers, indicating higher scores in this category. Similarly, on the VP scale,
managers again outperform trainers with a rank of 34.12 against 26.88. However, on the
VU scale, fitness trainers score higher (33.5) than managers (27.5), indicating superior
performance. On the VE scale, there is equality, as the average ranks are almost the same
- 30.3 for managers and 30.7 for trainers, indicating similar results in this parameter. On
the MEI scale, trainers also show an advantage with a rank of 34.9 compared to 26.1 for
managers, confirming their superior scores. The difference between the groups in the VEI
and PE scales is minimal, but fitness trainers still have higher scores - 30.53 and 35.55,
respectively, compared to 30.47 and 25.45 for managers. Finally, on the UE scale, trainers
also demonstrated a better result (35.7) than managers (25.3). In general, the data indicate
that managers have an advantage in some scales.

In contrast, in others, fitness trainers show higher results, which allows us to
identify differences between these two professional groups in various aspects of their
emotional perception and interaction. For some scales, managers show higher results
(e.g., MP, VP). For other scales, fitness trainers have an advantage (e.g., MU, MEI, PE).
The last step in this study is a nonparametric statistical test used to compare the
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differences between two independent samples. Scientists use this test in cases where the
data does not correspond to a normal distribution or the samples have different sizes
(Table 2).

Table 2. Mann-Whitney test for both samples
Statistical criteria | MP | MU VP VU VE | MEI | VEI PE UE

U Mann-Whitney 360 | 129,5 | 341,5 | 360 | 444 318 449 | 298,5 435

Wilcoxon's W 825 | 594,5 | 806,5 | 825 909 783 914 | 763,5 900
V4 -1,37 | 4,76 | -1,64 | -1,37 | -0,09 | -1,96 | -0,02 | -2,25 | -0,22
Asymptotic

significance (2- 0,171 0 0,101 | 0,17 | 0,928 | 0,05 | 0,988 | 0,025 | 0,049
sided)

Grouping variable: Specialty

Note: compiled by the authors

The average rank on the MU scale of the EmIn Lusin questionnaire is 33.50 for
managers and 27.50 for trainers. Managers demonstrate a higher level of MU than
trainers. Since the value of the significance level (Asympt. val (two-sided)) is 0.171, the
level of MU among managers of the technical company is higher than that of fitness
trainers. The average rank on the MU scale of the EmIn Lusin questionnaire is 19.82 for
managers and 42.18 for fitness trainers. Managers demonstrate a lower level of MP
compared to trainers. The average rank on the VP scale of the EmIn Lusin questionnaire
is 34.12 for managers and 26.88 for fitness trainers. The level of VP among managers is
higher than that of trainers. The average rank on the VP scale of the EmIn Lusin
questionnaire is 27.50 for managers and 33.50 for fitness trainers. Fitness trainers
demonstrate a higher level of VE compared to managers. The average rank on the VE
scale of the EmIn Lyusin questionnaire is 30.30 for managers and 30.70 for fitness
trainers. Thus, the VE indicator is at the same level for fitness trainers and managers.
Since the value of the significance level (Asympt. sign (two-sided)) is 0.928, there are no
differences in the level of VE among managers of a technical company and fitness
trainers. The average rank on the MEI scale of the EmIn Lyusin questionnaire is 26.10
for managers and 34.90 for fitness trainers.

Interestingly, the indicators for managers of a technical company and the indicators
for fitness trainers show statistically significant differences. The MEI level of fitness
trainers is higher than that of managers. There are no differences in the level of VEI
between the managers of the technical company and the fitness trainers since the average
rank on the VEI scale of the EmIn Lusin questionnaire is 30.53 for managers and 30.47
for fitness trainers, and the significance level value (Asympt. val (two-sided)) is 0.988.
The average rank on the PE scale of the EmIn Lusin questionnaire is 25.45 for managers
and 35.55 for fitness trainers. As a result, the level of PE is higher for fitness trainers than
for managers. The average rank on the UE scale of the EmIn Lusin questionnaire is 25.30
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for managers and 35.70 for fitness trainers. Finally, the UE indicator is higher for fitness
trainers than for the managers of the technical company.

Discussions

Managers of a technical company have more information about the nature of
emotions, their differences, and, in general, about the creation of specific emotions and
the manifestation of fitness trainers. Also, managers of a technical company have better
emotions regarding the specifics of their work. Most subjects are in a leadership position,
which requires more remarkable restraint when working with a person. As for fitness
trainers, their work style involves greater emancipation and only requires an official
business style of communication when actively acting with clients, colleagues, and
athletes, regardless of the position they hold. In the work process, fitness trainers often
point out mistakes when not following the technique, accompanying the action with
pronounced emotionality. In general, fitness trainers are restrained and disciplined due to
the specifics of their work, but managers of a technical company showed a lower result;

In the process of work, a significant fact is the appearance and physical form of
data, which require regular work on themselves to maintain status and make work more
effective and profitable. The salary of a fitness trainer unevenly depends on the number
of clients attracted due to their skills and regular professional development. Hence, there
is a high level of self-motivation, unlike the managers of a technical company. The work
of a manager can be done without regular maintenance of their physical form since the
result and efficiency of work do not directly depend on it. Unlike trainers, the form of
clothing is free, which indicates a broader work and lifestyle. Hence, the result of trainers
is higher relative to managers of a technical company. Empathy is more developed in
fitness trainers, explained by exceptional work requiring regular interaction with people.
Often in the work of fitness trainers, you can observe a situation in which clients have a
growing number of problems with fitness trainers, in turn, wanting full feedback and
directly trainers become with situations of preparation of sports competitions to everyone,
requiring more excellent skill, to show empathy to a person.

Thus, having a person to yourself improves the client's work and sports; the fitness
trainer also works on psychosomatics and physical performance. Managers of a technical
company, in turn, more often work with such statistical data and, due to the specifics of
their work, have less influence on people and more on technology. Relative to the
occupied share, most subjects are in a manual position, requiring significant action with
people. In general, the obtained result is not bad, but in comparison with trainers, it is
lower;

With the help of the data we received in the school of “recognition of other people's
emotions”, we see a higher result for fitness trainers. For similar reasons, we can explain
the best result in this school. More often than not, fitness trainers have become more
likely to need to motivate and support clients and athletes in their work, unlike managers
of a technical company. This statistic confirms that fitness trainers understand other
people's emotions better than managers of a technical company.

Hypothesis 1 was partially confirmed: fitness trainers showed higher results in
some aspects of emotional intelligence, such as empathy and the ability to recognize other
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people's emotions. This result may be associated with their professional activities, which
require frequent interaction with people and emotional support for clients.

Hypothesis 2 was not confirmed: Managers of a technical company showed lower
results in most emotional intelligence scales than fitness trainers. In particular, they
demonstrated a lower ability to understand and manage other people's emotions, which
can be explained by the specifics of their work, which requires more analytical skills and
work with technical data rather than interpersonal interactions.

Conclusions

Based on the study, several conclusions can be drawn regarding the differences
in emotional intelligence levels between tech company managers and fitness trainers.
First, fitness trainers showed higher results in parameters related to empathy and
understanding other people's emotions. This difference can be explained by the specifics
of their work, which requires close interaction with clients and more developed social
skills. Second, tech company managers demonstrated better control over their emotions,
which is associated with the need to make more structured decisions and maintain
emotional restraint in their professional activities. However, their emotional involvement
in the interaction process with colleagues and clients was lower, which can be partially
explained by the specifics of their work, where the leading role is interaction with
technical processes and data rather than with people.

Thus, the study data confirms the hypothesis that the differences in emotional
intelligence between the two groups of professionals are due to the specifics of their work.
Fitness trainers have more developed interpersonal skills, while tech company managers
control their emotions better. Emotional intelligence is vital to both groups' success but
manifests differently depending on the professional environment. These differences must
be considered when developing programs to develop emotional competence for different
professional categories.

This study has several limitations that must be considered when interpreting the
results. First, the sample was limited to only two professional groups - tech company
managers and fitness trainers, which does not allow extrapolation of the findings to other
professional categories. Second, the small number of participants (30 people in each
group) limits the study's statistical power and reduces the possibility of identifying more
subtle differences in levels of emotional intelligence.

References

1. Kwiatkowski C. Effective team leader and interpersonal communication skills
//Sustainable Leadership for Entrepreneurs and Academics: 2018 Prague Institute for
Qualification Enhancement (PRIZK) International Conference “Entrepreneurial and
Sustainable Academic Leadership” (ESAL2018). — Springer Proceedings in Business and
Economics. — 2019. — P. 121-130. https://doi.org/10.1007/978-3-030-15495-0_13

2. Denney V., Haley G., Rivera E., Watkins D. V. Project management leadership
and interpersonal skills: The past, present, and future //Global Journal of Management

Qainar Journal of Social Science,
Volume 3, Issue 3, 2024



and Marketing. - 2020. - Vol. 4. - Ne. 1. - P. 135-148.
https://commons.erau.edu/cgi/viewcontent.cgi?article=2783 &context=publication

3. Smith R. E., Smoll F. L., Hunt E. A system for the behavioral assessment of
athletic coaches //Research Quarterly. American Alliance for Health, Physical Education
and Recreation. - 1977. — Vol. 48. - L 2. - P. 401-407.
http://dx.doi.org/10.1080/10671315.1977.10615438

4. Chelladurai P., Saleh S. D. Dimensions of leader behavior in sports:
Development of a leadership scale //Journal of Sport and Exercise Psychology. — 1980. —
Vol. 2. — L. 1. — P. 34-45. https://doi.org/10.1123/JSP.2.1.34

5. Boardley 1. D., Kavussanu M., Ring C. Athletes’ perceptions of coaching
effectiveness and athlete-related outcomes in rugby union: An investigation based on the
coaching efficacy model //The sport psychologist. — 2008. — Vol. 22. — 1. 3. — P. 269-287.
https://doi.org/10.1123/TSP.22.3.269

6. Bar-On R. The Bar-On model of emotional intelligence: A valid, robust and
applicable EI model //Organisations and People. — 2007. — Vol. 14. — P. 27-34.

7. Boyatzis R. E., Goleman D., Rhee K. Clustering competence in emotional
intelligence: Insights from the Emotional Competence Inventory (ECI) //Handbook of
emotional intelligence. — 2000. — P. 343-362. http://www.eiconsortium.org/pdf/eci
acticle.pdf

8. Gorgens-Ekermans G., Roux C. Revisiting the emotional intelligence and
transformational leadership debate:(How) does emotional intelligence matter to effective
leadership? //SA Journal of Human Resource Management. — 2021. — Vol. 19. — P. 1279.
https://doi.org/10.4102/SAJHRM.V1910.1279

9. Atrizka D., Pratama I. The Influence of Organizational Leadership and
Coaches on Indonesian Athletes' Adversity Quotient (Intelligence) //Revista de
Psicologia del Deporte (Journal of Sport Psychology). —2022. — Vol. 31. — Ne, 1. — P. 88-
97. https://www.rpd-online.com/index.php/rpd/article/view/649/239

10. Atkinson A., Watling C. J., Brand P. L. P. Feedback and coaching //European
journal of pediatrics. — 2022. — Vol. 181. — P. 441-446. https://doi.org/10.1007/s00431-
021-04118-8

11. Fomichenko A. S., Ivanov N. S. Features of sports motivation for achievement
in young football players // Modern Foreign Psychology. — 2023. — Vol. 12. — No. 1. — P.
80-88. https://doi.org/10.17759/jmfp.2023120109 (In Russ)

12. Moskalenko K. Yu. Communicative prerequisites for successful activity of a
fitness instructor // Scientific notes of the University named after PF Lesgaft — 2020. —
Ne 12 (190). — P. 350-355. (In Russ)

13. Pirozhkova V. O. The influence of emotional intelligence on the competitive
reliability of athletes and their ability to voluntary self-regulation of behavior // Physical
Education, Sports Science and Practice. —2013. — Ne. 4. — P. 79-83. (In Russ).

14. Cremona K. Coaching and emotions: An exploration of how coaches engage
and think about emotion //Coaching: An International Journal of Theory, Research and
Practice. —2010.—Vol. 3. — 1. 1. — P. 46-59. https://doi.org/10.1080/17521880903580073

15. Gucciardi D. F. Gordon S., Dimmock J. A., Mallett C. J. Understanding the
coach's role in the development of mental toughness: Perspectives of elite Australian

Qainar Journal of Social Science,
Volume 3, Issue 3, 2024

69



70

football coaches //Journal of sports sciences. — 2009. — Vol. 27. — 1. 13. — P. 1483-1496.
https://doi.org/10.1080/02640410903150475

16. Jones M. V. Controlling emotions in sport //The sport psychologist. — 2003. —
Vol. 17. - 1. 4. — P. 471-486. https://doi.org/10.1123/tsp.17.4.471

17. Hanson T. W., Gould D. Factors affecting the ability of coaches to estimate
their athletes’ trait and state anxiety levels //The Sport Psychologist. — 1988. — Vol. 2. —
I. 4. — P. 298-313. https://doi.org/10.1123/tsp.2.4.298

18. Cook J., Tumer K., Scheiner T. Leveraging Fitness Critics To Learn Robust
Teamwork //Proceedings of the Genetic and Evolutionary Computation Conference. —
2023. — P. 429-437. https://doi.org/10.1145/3583131.3590497

19. Smieja M., Orzechowski J., Stolarski M. S. TIE: An ability test of emotional
intelligence //PLoS One. - 2014. — Vol. 9. — 1. 7. — P. el103484.
https://doi.org/10.1371/journal.pone.0103484

20. Pankratova A.A., Kornienko D.S., Lyusin D. Short Form of the Emln
Questionnaire //Psychology. Journal of Higher School of Economics. —2022. — Vol. 19.
— No. 4. — P. 822-834. http://doi.org/10.17323/1813-8918-2022-4-822-834 (In Russ).

21. Nachar N. et al. The Mann-Whitney U: A test for assessing whether two
independent samples come from the same distribution //Tutorials in quantitative Methods
for Psychology. — 2008. — Vol. 4. — I. 1. — P. 13-20. http://dx.doi.org/10.20982/tqmp.

04.1.p013

Information about the authors

*Yelena Musikhina — Cand. Sc. (Ped.), Director, International Academy of Practical
Psychology and Pedagogy, Almaty, Kazakhstan. Email: yelena.musikhina.67@mail.ru,
ORCID ID: https://orcid.org/0009-0003-9846-3475

Md. Tota Miah — PhD Candidate, Doctoral School of Economic and Regional Sciences,
Hungarian University of Agriculture and Life Sciences (MATE), G6dolld, Hungary.
Email: miah.md.tota@phd.uni-mate.hu, ORCID ID: https://orcid.org/0000-0002-6560-
5268

ABTOpJIap TypaJbl MAJIiIMETTEP

* Mycuxuna E.B. — 1. F. k., nupekrop, XaJbIKapaJblK IPAKTUKAJIBIK ICUXOJIOTHS )KOHE
remaroruka akagemuschl, Anmatel, Kazakcran. Email: yelena.musikhina.67@mail.ru,
ORCID ID: https://orcid.org/0009-0003-9846-3475

Mmuax T. — PhD kanagunatel, DKOHOMHKA KOHE aMAaKTBIK FBUIBIMIAP JOKTOPAHTYypa
MeKkTeO1, BeHrpus aybll mapyambUIbIFbl )KOHE eMip Typaibl FRUIBIMAAD YHUBEPCUTETI
(MATE), Go6dollé, Hungary. Email: miah.md.tota@phd.uni-mate.hu, ORCID ID:
https://orcid.org/0000-0002-6560-5268

Qainar Journal of Social Science,
Volume 3, Issue 3, 2024



Caenenust 00 aBTopax

*Mycuxuna E.B. — k.1.H.,, aupexrop, MexIyHaponHas akaaeMus MPaKTHYECKON
MICUXOJIOTHH U negaroruku, AinMatel, Kazaxcran. Email: yelena.musikhina.67@mail.ru,
ORCID ID: https://orcid.org/0009-0003-9846-3475

Muax T — PhD kangunar, JlokTopckast 1Kojia 5)KOHOMUYECKHX W PETHOHAIBHBIX HAYK,
BeHrepckuii yHHBEpCHUTET CENbCKOTO XO03siicTBa M ecTecTBeHHbIX Hayk (MATE),
I'énénn€, Benrpusa. Email: miah.md.tota@phd.uni-mate.hu, ORCID ID:
https://orcid.org/0000-0002-6560-5268

Qainar Journal of Social Science,
Volume 3, Issue 3, 2024

71



