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Table Content 



Abstract 
The study was designed to investigate the relationship as well as the impact of Emotional Intelligence (EI) on to the perception of role stress on engineering managers in the workplace, specifically addressing their work attitudes, behaviors, and outcomes. This emphasizes the significance of emotional intelligence in managing job-related stress and establishing a conducive work atmosphere. The research shows that the emotional intelligence of leaders greatly impacts the way subordinates react to and perform under stressful circumstances. Studies indicate a significant impact of emotional intelligence (EI) on leadership and management in several industries, particularly in engineering companies. The study investigated the impact of emotional intelligence (EI) on leadership and management strategies, the obstacles encountered in implementing these approaches, and potential methods for improving organisational practices. The research substantiated its assertions by using positivist, logical, and several other approaches. The results demonstrate a significant association between the leadership and management approaches of the leading global organisations, implying that using emotional intelligence (EI) to enhance leadership and management might enhance corporate development and achievement. Emotional intelligence is essential for achieving success in life, especially when it comes to establishing and nurturing personal and professional connections. During the last years, the idea of working in corporate organizations has undergone substantial changes, which have had a profound impact on their work culture and performance which link with EI. 
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Chapter One


Introduction

Emotional intelligence in the engineering sector
The publication of Daniel Goleman’s (1995) work on emotional intelligence (EI) has highlighted its importance across various fields, including the engineering sector.  Emotional intelligence, defined as 'social intelligence,' was first introduced in 1920 as a modern idea. Subsequently, other social scientists and psychologists conducted extensive studies in this field and made diligent attempts to explain this concept using alternative terminology (Dasgupta and Arora, 2012). 
Goleman’s EI theory comprises four core components and introduced the specific definition of EI

[image: ]                                                                          (Landry 2019)

Self-awareness has been considered as the most significant dimension (Goleman, 1996; Bar-On, 1997). Engineers with high EI are skilled at identifying their own stress triggers and emotional responses (Hirudayaraj et al. 2021). By recognizing early signs of stress, they can take proactive steps to manage their emotions, preventing these emotions from negatively affecting their work.
Self-regulation: Goleman (1996); Elegbe (2015) define that individuals with high EI emphasize that self-regulation is crucial for engineers, enabling them to control their emotions and prevent stress from escalating and affecting their performance and decision-making. This skill ensures that stressors do not disrupt project timelines and quality standards. 
Social awareness: Goleman (1996) claimed that without self-awareness, one cannot understand the emotions of others as one cannot know themselves. This allows engineers to recognize and understand the stress experienced by their team members. Also, it is crucial for fostering a supportive work environment and ensuring cohesive team dynamics, especially in collaborative projects typical of the engineering sector. 
Relationship management is the ability of controlling emotions in other people. Studies made by Landry (2019) indicate that each unresolved issue has the potential to consume around eight hours of corporate resources. Emotionally sensitive individuals, according to Goleman (1996), are more successful in many sectors of life and organizational politics by recognising and controlling their own emotions and properly handling those of others.
Effective communication, a core aspect of EI, reduces misunderstandings and conflicts, which are common sources of stress in team-based projects. Enhancing emotional intelligence among engineers facilitates smoother interactions and more efficient project execution (Chaves, 2019). 

Motivation EI helps maintain high levels of motivation even in stressful situations by focusing on positive outcomes and goal orientation. This is essential for sustaining productivity and enthusiasm when facing project challenges or deadlines. Singh and Singh (2008) share that implementing targeted training sessions that focus on developing EI competencies, such as empathy, self-regulation, and social skills, is crucial. These programmes equip engineers with the tools needed to manage their emotions and support their colleagues effectively.  Establishing mentoring programmes where experienced engineers coach younger staff on EI development is vital for professional growth. This not only enhances EI skills but also reinforces a culture of emotional understanding and regulation within the team. According to Elegbe (2015), creating a culture of open and constructive feedback helps individuals understand and manage their emotions effectively. This is fundamental in engineering, where feedback can have a direct impact on a project's success and the team's well-being. Integrating wellness programmes that promote overall well-being and stress management, including mindfulness practices and EI workshops, supports engineers in managing stress and maintaining mental health. Goleman provided many reasons for the positive link between EI and individual work success (Cherniss & Goleman, 2001). Enhancing EI among engineers through training, mentoring, feedback, and wellness programmes can lead to better stress management, improved teamwork, and overall project success (Baker and Waring, 1999). The engineering industry, historically focused on technical skills and innovation, should realise the value of emotional intelligence (EI) in team relations and project success (Tang et al. 2020). Company leadership development may benefit from emotional intelligence training by increasing emotion management and monitoring. According to research by Walter et al. (2012), facial expressions may reveal emotions that unskilled viewers may overlook. Signal awareness training improves these abilities. This dissertation examines engineering company management techniques, emotional intelligence, and job stress (Martin, 2008). This research examines leadership and EI to find ways to promote employee well-being and organisational effectiveness.



Chapter Two

                           


               Literature Review
                                                                                                                                                                                     




Theoretical Frameworks

Various researchers have worked to identify the determinants of leadership, two significant bodies of work on emotional intelligence (EI) are pivotal to recent theorizing in the field. Daniel Goleman’s proposed these are the framework and the model developed by Peter Salovey and John Mayer. It was highlighted by Pfeiffer (2001) and Antonopoulou (2024) the importance of five essential elements of the employee: self-awareness, self-regulation, motivation, empathy, and social skills. These components are essential for understanding the influence of EI on leadership and teamwork in engineering environments, where developing these competencies is crucial for effective stress management. Current research suggests that successful leadership requires an understanding of people's unique traits and characteristics. Leadership is generally regarded as highly stressful environment, Elankumaran (2002) suggests that EI helps managers and staff recognise and interpret emotions, contributing to self-control and social harmony. In the workplace, EI supports group projects, individual development, and corporate expansion.  The development of scales to measure EI, as detailed by Mayer et al. (1999), provides a more in-depth description of tasks defining the four tiers or branches of EI. Introduces a four-branch model of EI, including perceiving emotions, using emotions to facilitate thinking, understanding emotions, and managing emotions (Olsson, 2024).
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                    (Mayer and Salovey, 1997).
In his 1995 groundbreaking work, Daniel Goleman brought attention to the importance of emotional intelligence (EI) in many professions, including engineering. This helped propel the idea of EI to the forefront of professional discourse. Important abilities that make up EI include motivation, self-awareness, social skills, empathy, and self-regulation. Researchers Mayer and Salovey (1997) laid forth a system for gauging EI, drawing attention to its function in efficient leadership and stress reduction.
Emotional intelligence (EI) is becoming increasingly crucial for leaders in problem-solving and decision-making. Problem-solving requires enthusiasm, determination, and a strong desire to achieve goals, where emotional intelligence often surpasses intellectual intelligence (Coronado-Maldonado; Benítez-Márquez 2023). However, there is a lack of consensus among researchers regarding the relationship between IQ and EI. Some regard EI as the most sophisticated form of intelligence, though opinions vary. 
Studies consistently conclude that effective leadership involves EI traits like empathy, motivational power, intuition, and honesty (Ahmad Bashir, 2017). EI aids in recognising stressors through mental processes, as stress is known to impair cognitive function. This study explores the connection between leadership, emotional intelligence, and stress in the workplace. 
Emotional intelligence, often compared to cognitive ability or IQ, has evolved from the debunked notion of intrinsic intelligence to encompass multiple intelligences. This theory, proposed by a Harvard psychologist, emphasises the importance of interpersonal intelligence for engaging effectively with others (Cherry, 2023). The MIS theory focuses on the cultivation of cognitive abilities over hereditary factors.  EI is a component of social intelligence that involves observing and understanding one's own emotions and those of others, then using this information to guide behavior. Goleman (1995) defines EI as the ability to understand, control, inspire, identify, and govern emotions and interpersonal connections. 
An Overview of Emotional Intelligence 
Emotional intelligence (EI) plays a crucial role in achieving success in both personal and professional life by enabling individuals to recognise, manage, and evaluate emotions (Houston, 2024). This skill, which can be naturally present or developed over time, is essential in various domains, including the engineering sector (Cherry, 2018). Four main categories classify EI: ability-based, trait-based, and two mixed models. The ability model focuses on mental processes related to emotions, while the trait model views EI as a personality trait encompassing emotion-related behaviours and self-perceptions. Mixed models, proposed by Bar-On (2006) and Boyatzis et al. (2019), emphasise the interaction between social behaviour, characteristics, and skills related to emotions. Bar-On’s theory categorises emotional components into intrapersonal and interpersonal skills, stress management, adaptability, and overall emotional well-being. 
Understanding and wisely using one’s emotions are fundamental aspects of EI, significantly affecting behaviour, decision-making, physical health, and relationships (Takacs, 2020). These abilities are crucial for mental and physical health and success in various aspects of life, including education, work, and relationships. Emotional intelligence is particularly relevant in leadership roles within the engineering sector. Leaders must manage their own emotions, recognise emotions in others, and handle relationships effectively. This involves self-awareness, self-management, social awareness, and relationship management—key components of Goleman’s EI dimensions. These skills empower leaders to regulate their emotions and impulses, thereby averting overwhelm (Ikpesu, 2017). Managers with high EI tend to have better psychological and physical health, job performance, and stress-handling abilities. EI has a positive impact on transformational and charismatic leadership styles, helps to create a supportive feedback environment, and increases employee satisfaction. Overall, EI is essential for effective leadership and significantly impacts an organisation’s financial results. 
Recently, interest in EI in the engineering sector has grown, stemming from Gardner's Theory of Multiple Intelligences, which includes interpersonal and intrapersonal intelligence. EI, as defined by Goleman in the mid-1990s, entails recognising one's own and others' feelings, motivating oneself, and managing emotions in relationships (Lozano et al., 2022). Emotions significantly influence cognitive aspects and behaviour, affecting workers’ attitudes towards success or failure. Weiner’s attribution theory suggests that engineers with leaders who have low EI may experience negative emotions, leading to a rejection of growth and productivity. Conversely, those who succeed generate positive emotions, attract and motivate. Active methods can stimulate positive emotions, enhancing employee interest. EI promotes problem-solving and prevents negative behaviour among workers. 

Emotional intelligence plays a significant role in leadership within the engineering sector.
In the engineering sector, EI is vital for leadership, particularly in managing employee motivation and performance. Research by Ashkanasy (2003) and others suggests that leaders with high EI are better equipped to manage teams, resolve conflicts, and create a positive work environment. Leaders influence the overall mood and emotions of their team, impacting productivity and workplace harmony. According to Goleman's (1995) resonant leadership theory, emotional influence is a key component of leadership, suggesting that leaders can effectively use their own and their employees' emotions to create a positive emotional environment. To foster this environment, leaders must interact with employees, share important experiences, and express emotions. Leaders with high EI can build trust, create a comfortable work environment, share knowledge, involve employees in decision-making, encourage teamwork, and ensure high organisational performance. Ashkanasy (2003) outlines organisational EI in five steps, starting from the individual level and extending to the organisational level. Leaders can improve performance by fostering positive emotions and moods among team members, aligning with Goleman’s resonant leadership theory. Being aware of their own emotions, managing them, and demonstrating emotionally intelligent behaviour enables leaders to positively influence their entire team, ensuring organisational effectiveness. 
In Conclusion 
Over the last twenty years, there has been a growing focus on EI, particularly in relation to leadership. Empirical research has substantiated that various aspects of EI, including self-awareness, others' emotional awareness, self-management, social awareness, and relationship management, may have a more significant impact on leadership effectiveness and the ability to cope with work-related stress compared to traditional measures of intelligence (IQ). Prior research has demonstrated the significance of EI in social settings. While IQ is undoubtedly a crucial and essential factor in leadership, our findings suggest that EI holds greater importance for leaders in various contexts, such as dealing with work-related stress, compared to general intelligence. Based on the literature review, Vrontis et al, (2021) shows that there is a positive relationship between managers' emotional intelligence and the performance of employees in the engineering sector. 
Enhancing emotional intelligence 
Training Programmes 
Implementing targeted training sessions focusing on developing EI competencies such as empathy, self-regulation, and social skills is crucial. These programmes provide engineers with the tools they need to manage their emotions and effectively support their colleagues.
Mentoring and coaching 
Establishing mentoring programmes in which experienced engineers coach younger staff on EI development is critical for professional growth. This enhances EI skills and reinforces a culture of emotional understanding and regulation within the team. 
Feedback Culture 
According to Elegbe (2015), creating a culture of open and constructive feedback helps individuals understand and manage their emotions effectively. This is fundamental in engineering, where feedback can have a direct impact on a project's success and the team's well-being.

Wellness Programmes 
Integrating wellness programmes that promote overall well-being and stress management, including mindfulness practices and EI workshops, help engineers manage stress and maintain mental health (Zhang and Fan, 2013). Goleman provided many reasons for the positive link between EI and individual work success. Enhancing EI among engineers through training, mentoring, feedback, and wellness programs can lead to better stress management, improved teamwork, and overall project success. 
Gaps in the Literature 
Although there has been much study conducted on emotional intelligence (EI), there are still areas where our grasp of its precise effects on the engineering industry is lacking (Mukhtar Olalekan Iyanda et al., 2024). This research seeks to address these deficiencies by investigating the impact of emotional intelligence on management practices and stress levels among engineers.  Goswami & Banerjee (2023) highlight gaps in EI research in the engineering sector, including inconsistencies across different contexts and populations, ongoing debate on theoretical frameworks, and a lack of practical applications in real-world settings. More robust, context-specific studies and further theoretical refinement are necessary to address these gaps and improve employee performance and adaptability in the engineering sector, as suggested by Knott et al. (2022). All the afore mentioned studies provided distinct perspectives on emotional intelligence, nevertheless they also affirmed that individuals who possess emotional intelligence are capable of seeing, comprehending, and harnessing emotions in a proficient manner. According to Bru-Luna et al, (2021), the current gap in understanding emotional intelligence (EI) includes disputes over its definition and discrepancies in its assessment. There is a need for a more cohesive and concentrated delineation of EI. Additionally, there is little exploration of the correlation between EI and the processing of emotional information (EIP) in existing research. The influence of cultural factors on the emotional processes underlying EI skills is also limited in understanding. Furthermore, there is a lack of study on the correlation between EI and general intelligence, as well as verbal and nonverbal intelligence. Lastly, emotional intelligence is not often recognized.
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Chapter                    Three        


Research Methodology






Goals and Objectives 
This research aims to describe the link between emotional intelligence (EI) management and workplace stress, considering its potential impact (Dirk and Cartwright, 2010). 
Assess Emotional Intelligence Level Using standardized instruments, measure emotional intelligence levels among engineers.
Evaluate the Relationship Between Emotional Intelligence and Stress Management Examine how emotional intelligence influences stress management. 
Investigate the Impact of Emotional Intelligence on Management Practices Analyse how emotional intelligence affects management effectiveness and decision-making in engineering roles. 
Research Rationale 
The rationale for this study links to existing literature, demonstrating the importance of emotional intelligence (EI) in various domains. Research by Rezvani and Khosravi (2019) highlights the role of EI in improving performance and well-being. The current study seeks to fill gaps in the literature by exploring the specific impact of EI on management and stress within the engineering sector. 
Research Design 
Research questions play a vital role in directing the research process by providing clarity on the specific discoveries you want to make. Bell, Bryman, and Harley (2019) highlight the distinction between researchers who begin their studies with a clearly defined topic and those who, particularly in qualitative research, allow the question to develop and change during the study. This methodology facilitates the construction of knowledge via induction and prevents the imposition of preconceived limitations. Developing a research design involves setting out appropriate procedures to acquire relevant information and material to answer the research question (Abutabenjeh and Jaradat, 2018). 
We conducted a quantitative component by distributing surveys to 100 engineers to assess their levels of emotional intelligence (EI), stress management techniques, and leadership effectiveness judgements. The poll included standardized items such as the Emotional Intelligence Appraisal and the Perceived Stress Scale (Tessesma, 2010). The qualitative component of the study included conducting semi-structured interviews with 10 engineers to get an in-depth understanding of their personal experiences with emotional intelligence and professional stress (Chan et al. 2018). The study adopts a mixed-methods approach, integrating both qualitative and quantitative methods to provide a comprehensive understanding of the impact of emotional intelligence in the workplace. This approach allows for detailed exploration of qualitative insights, supported by quantitative data, to form a well-rounded view of the phenomena studied. According to Knott et al. (2022), this dynamic mixed method introduces a range of methodological, analytical, and ethical challenges. 
Surveys provide a complete option for scholars seeking to do research. Questionnaire surveys are a flexible platform for developing and conducting research projects (Bhat, 2024). They offer a user-friendly interface, extensive data gathering and analysis capabilities, and the ability to combine findings from numerous sources. 
Research Onion Model Overview 
1. Research Philosophy Ontology, Epistemology, and Axiology. 
2. Theories Developed Deduction, Induction, and Abduction. 
3. Quantitative and qualitative methodologies.
4. Strategies experimental, survey, archival research, case study, ethnography, action research, grounded theory, and narrative inquiry. 
5. The study focuses on two types of time frames cross-sectional and longitudinal.
6. Methods data collection and analysis, sample group selection, questionnaire content creation, and interview preparation. 


[image: ]
                                                                       (Melnikovas, 2019)
Saunders et al. (2016) proposed the research onion, which aids in organizing research and developing research design by following its layers step by step (Melnikovas, 2019).
Research Paradigm 
The pragmatic paradigm, combining positivist and interpretivist paradigms, is suitable for educational research. It focuses on practical outcomes and real-world applications, allowing for quantitative and qualitative data to address research questions. This paradigm is particularly suitable for mixed-methods research in educational settings. Mixed research is an innovative strategy that enhances standard qualitative and quantitative methodologies (Johnson and Onwuegbuzie, 2004). It combines practicality with a framework for developing and executing mixed-methods research. The technique, renowned for its methodological heterogeneity, often produces greater outcomes compared to monomethod research. Success in mixed research depends on the involvement of other investigators and consistent practice.
Data Collection 
We will use a survey to measure the emotional intelligence, stress, and perceived management effectiveness among engineers. This approach provides statistical data to understand trends and correlations among the variables studied. 
 According to Leong and Austin (2006)
Surveys are distributed electronically, focusing on key EI components and stress factors.
Interviews conducted in person or via video conferencing, following a set of open-ended questions designed to explore participants' views on EI and stress management.
Data gathering is a fundamental aspect of every research endeavor. As stated by Bell, Bryman, and Harley (2019), this phase of the research process is of utmost importance and often necessitates additional resources and focus. Common methods include interviews and surveys. Some methodologies require a systematic approach in which the researcher predefines the overall framework of their inquiry and then tailors the study to align with it. According to Di Benedetto (2023), exploratory research using foundational principles serves as a base for future studies, offering a comprehensive understanding of the subject matter. 
Qualitative Component 
We will conduct semi-structured interviews with selected participants to gain deeper insights into their personal experiences and perceptions regarding emotional intelligence and stress in their workplace. This method captures detailed, contextual narratives that enrich the quantitative findings. 
Population and Sample 
Sampling is the act of choosing a sample that accurately represents the general population, as highlighted by Bell and Bryman. This is important for generalizing results across various forms of research. Stratified sampling provides benefits such as enhanced accuracy of data within certain subgroups and improved precision of estimations for variables representing the whole population. Drawbacks include the selection of sample sizes and the challenge of stratifying populations (Barreiro and Albandoz, 2001).  The study will employ a purposive sampling technique to select participants currently studying and working in engineering roles within various organizations. This strategy ensures that the sample specifically includes individuals who can provide relevant information about the research topic. We will target approximately 100 survey participants, ensuring sufficient data saturation in qualitative responses and a manageable scope for quantitative analysis.

Data Analysis 
Considering that EI-related talents seem to be more important in roles that require extensive interpersonal contacts within and outside the company (Sharma & Tiwari, 2023). The primary data collection and subsequent analysis focused on comparative analysis of the mock and summative examination results (Ritchie and Lewis, 2003). Excel analysis of the construct enabled the researcher to describe, summarie, search for patterns in the data, and organise the data for ease of understanding. Our conceptual approach is specifically suited for managerial-level professionals in the Engineering business.
 
Quantitative Data Analysis 
We will conduct statistical analysis using software such as SPSS or R (Bryman, 2002). We will export and analyse the data collected from Google Forms using these statistical tools. Techniques will include descriptive statistics, correlation analysis, and regression analysis to understand the relationships between variables. 
Analysis of qualitative data
We will use thematic analysis to interpret the interview data (Willig and Rogers, 2017). This will involve coding responses, identifying patterns, and categorising the data into themes that relate to the study’s research questions. 


Reliability and validity 
We assess valid research as acceptable to the research community based on tried and tested research methods. There are strengths and weaknesses in all research methods for data collection and analysis; therefore, researchers need to carefully consider the way they conduct and approach their research (Mack et al., 2005). For the results to be reliable and valid, it is crucial to align the research method with the topic under study (Thomas, 2013). All 100 participants' item replies underwent main component factor analysis using the eigenvalue-one technique to evaluate the construct validity of the questionnaire data collection (Besharat, 2007).
Limitations
The researcher identified several research limitations, including gaps in the literature and potential biases in self-reported data. The primary limitation of this research is the engineers' preference for online questionnaires and their refusal to conduct interviews, which significantly impacts the results. Future research on the relationship between management emotional intelligence and stress in the workplace could focus on presentations and training to resolve this issue (Slaski and Cartwright, 2022). Limitations such as sample size, type, and measurements necessitate additional research on the relationship between emotional intelligence management and workplace stress (Besharat, 2007). 
Research Ethics 
When undertaking any form of research project, particularly insider research, it is imperative that the researcher ensures all applicable ethical and credibility issues have been considered, assessed, and appropriately covered (Holian and Coghlan, 2012). Every participant was provided with information on the objective of the research and their prerogative to withdraw at any given moment (Petrova et al. 2014). Data confidentiality was maintained (Govil, 2013) by the process of anonymizing the data and restricting its use only for academic reasons. When undertaking research, especially within one's own organisation, it is unavoidable to encounter political and ethical difficulties.  Coghlan (2019) defines journaling as a technique for expressing and contemplating events in a more introspective environment. This method enables researchers to navigate the intricate dynamics of organisational politics and ethics by offering them a private space to analyse and record their thoughts and emotions without facing external criticism. 
All tools used in the research were standardised and verified by a small-scale qualitative assessment specifically designed for managerial-level personnel in the Engineering business. Every participant was provided with information on the objective of the research and their prerogative to withdraw at any given moment (Petrova et al. 2014). Data confidentiality was maintained (Govil, 2013) by the process of anonymizing the data and restricting its use only for academic reasons.
Conclusion 
This chapter has laid out the research methodology for studying the impact of emotional intelligence on management and stress in the engineering workplace. The input highlights the necessity of emotional intelligence courses in the workplace. Zobi et al, (2024), It emphasizes the impact of Covid-19 on mental health and working conditions, and the need for interventions to improve the situation. We design the mixed methods approach to provide a holistic view of the research problem, ensuring both breadth and depth in the findings. Emotional intelligence represents an alternative grouping of tasks to social intelligence.  
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Chapter Four 



Findings


Introduction
This chapter presents the analysis of the data collected from the survey on the connection between emotional intelligence and stress management among engineers. It includes a detailed examination of the responses to each question, with an emphasis on identifying trends and drawing insights. The search yielded 100 questionnaires. Regarding research methods At that juncture, we would be able to address research inquiries. 
Demographic Profile of Respondents 
The demographic profile helps contextualise the survey responses and ensures a diverse representation of the engineering workforce (Inclusive Cultures in Engineering 2023 Commentary, n.d.).

            Question - What is your age? 
	             Age Group
	   Number of Respondents

	Under 18
	2                

	18- 24
	7               

	25- 34
	20             

	35- 44
	33                 

	45- 54
	23         

	55 and above
	15         


                                                          Table 1

[image: ]

Most respondents fall within the 35-44 and 45-54 age groups, indicating a predominance of experienced engineers. This distribution might influence the levels of emotional intelligence (EI) and perceptions of stress, as older, more experienced engineers might have developed better stress management strategies over time. Richard et al, (2020) say relatively smaller number of respondents under 25 could indicate a potential gap in how younger engineers are represented in this study, which might affect the generalizability of the findings to younger professionals.

Question - What is your gender?
	                    Gender
	      Number of Respondents

	Woman
	42

	Man 
	45

	Non-binary
	0

	Prefer not to say
	13


                                                           Table 2

[image: ]



The near-equal distribution of men and women suggests a balanced representation, which is beneficial for comparing EI and stress responses between genders. The presence of 13 respondents who prefer not to say their gender indicates the need for inclusive research practices diversity and inclusion are ongoing efforts (Jobs 2023). Future research could benefit from exploring how non-binary individuals perceive EI and stress, as their absence might overlook important insights.

      Question - What is your current position within the engineering company?                       
	                    Position
	          Number of Respondents

	Junior Engineer
	15

	Senior Engineer
	39

	Manager
	19

	Director
	7

	Other
	20


                                                      Table 3

[image: ]

Many senior engineers and managers suggest that the study captures perspectives from leadership roles. The representation of junior engineers and “other” roles is crucial for understanding the full spectrum of the engineering workforce. Analyzing how EI and stress management differ across these roles can provide targeted strategies for different levels within organizations (Kozlowski and Ilgen 2006).


         Question - How long have you been working or studying in the engineering sector?
	                Duration
	       Numbers of Respondents

	Less than 1 Year
	10

	1-3 Years
	20

	4- 6 Years 
	34

	7- 10 Years
	20

	More that 10 Years
	14


                                                      Table 4
[image: ]

The distribution shows a well-rounded mix of experience levels, from less than 1 year to over 10 years. Engineers with longer tenure might exhibit higher EI due to more exposure to workplace challenges. The potential correlation between experience and stress management skills can inform training programmes tailored to different experience levels (Maddocks and Hughes, 2019). 
 
Emotional intelligence and stress management  
 
 
This table assesses respondents’ self-awareness, a key component of EI, at work. 
Question - On a scale from 1 to 10, how would you rate your level of self-awareness regarding your emotions at work?

	            Rating 1 to 10
	     Numbers of Respondents

	1
	0

	2
	0

	3
	11

	4
	15

	5
	14

	6
	17

	7
	19

	8
	13

	9
	7

	10
	4


                                                     Table 5
[image: ]

The spread of responses, with most scores around the mid-range, indicates varying levels of self-awareness. Better stress management can be associated with higher self-awareness scores (Sutton 2016), while the significant number of lower scores indicates areas requiring further development. Further analysis could explore factors contributing to higher self-awareness among certain respondents. 
 
This table measures how often respondents successfully regulate their emotions in stressful situations. 
Question - How often do you successfully regulate your emotions during stressful engineering projects?
	Frequency
	Number of Respondents

	Very often
	26

	Often
	44

	Occasionally
	22

	Rarely
	6

	Never
	2


                                                      Table 6 
[image: ]

Most respondents frequently or very often regulate their emotions, indicating strong EI skills among the sample (Megías-Robles et al. 2019). Respondents who rarely or never regulate their emotions reveal a subset that may benefit from targeted EI training. Understanding the barriers to emotion regulation in this group could help develop more effective support systems. 
 
This table examines respondents’ motivation levels under stress, an important aspect of EI.

       Question - How motivated are you to achieve your engineering work goals despite stress?
	                Motivation Level
	      Number of Respondents

	Very Motivated
	88

	Somewhat motivated
	11

	Neither motivated nor unmotivated 
	1

	Somewhat unmotivated 
	0

	Very unmotivated
	0


                                                            Table 7
[image: ]

The high motivation levels suggest that most engineers are resilient and goal oriented.The single respondent who is neither motivated nor unmotivated could indicate unique challenges that are not addressed by general strategies. Whitfield and Wilby ,(2021) state that future research might explore the specific stressors that impact motivation and how EI training can mitigate these effects.
This table assesses how often respondents demonstrate empathy, a critical EI skill, towards their colleagues. 
Question - How often do you show empathy towards your engineering colleagues’ challenges?
	              Frequency
	      Number of Respondents

	Daily
	25

	Weekly
	60

	Monthly
	14

	Yearly
	1

	Never
	0


                                                           Table 8
[image: ]
[bookmark: _Int_9DQS9Id2]The majority of people showing empathy on a daily or weekly basis indicates a strong presence of this EI component. The small number who show empathy annually or never might be in roles that do not prioritise interpersonal interactions or may lack EI training.  Brown & Brown,( n.d.) highlight that strategies to foster a more empathetic workplace environment could benefit overall team dynamics and stress reduction.

This table evaluates the respondents’ social skills in conflict resolution, crucial for EI. 
Question - How effective are your social skills in resolving conflicts during engineering projects?
	      Effectiveness Level
	      Number of Respondents

	Very effective
	18

	Somewhat effective
	68

	Neither effective nor ineffective
	11

	Somewhat ineffective
	1

	Very ineffective
	0


                                                            Table 9
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Most respondents describe their social skills as very effective or somewhat effective, indicating a generally high level of EI in this area. The few who find their skills neither effective nor ineffective, or somewhat ineffective, highlight a need for targeted improvement in conflict resolution training (Cottrell ,2015). Understanding the contexts where social skills are less effective can inform more tailored EI interventions.

This table rates the stress levels experienced by respondents during projects. 
Question - On a scale from 1 to 10, how stressed do you usually feel when working on engineering projects?
	                       Rating 1 to 10 
	  Number of Respondents

	1
	0

	2
	0

	3
	11

	4
	15

	5
	14

	6
	17

	7
	19

	8
	10

	9
	6

	10
	8


                                                               Table 10
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The spread of stress levels, with a significant number experiencing moderate to high stress, underscores the demanding nature of engineering work. Identifying factors that contribute to lower stress levels in some respondents could help develop best practices for stress management. Tailored interventions to reduce high stress levels are crucial for maintaining productivity and well-being (Whitfield and Wilby 2021).

This table measures how often stress affects respondents’ performance at work. 
Question - How often does stress impact your engineering work or study performance?
	                     Frequency
	        Number of Respondents

	Daily
	62

	Weekly
	30

	Monthly
	6

	Yearly
	1

	Never
	1
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The high frequency of daily and weekly stress impacts on performance is a concern that needs addressing. The occasional and rare impacts indicate that some respondents possess effective coping mechanisms that could serve as best practices. Investigating the specific sources of stress and their management strategies could help reduce the overall impact on performance (Stults-Kolehmainen and Sinha 2013).

This table identifies the primary sources of stress in the engineering sector. 
Question - What do you consider the most stressful factors in your engineering work?
	        Stress Factor
	     Number of Respondents

	Tight deadlines
	80

	High workload
	69

	Technical challenges
	85

	Lack of support from management
	79

	Interpersonal conflicts
	68

	Other
	59
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Tight deadlines and technical challenges are the most frequently cited stressors, indicating areas where support is most needed. The significant number citing a lack of support from management highlights an area for improvement in organisational practices (Bhui et al. 2016). Strategic interventions that address these key stress factors can improve overall workplace well-being.

Table 13–29 provides a justification for various aspects of emotional intelligence training and development.

These tables collectively assess respondents' participation in and perception of EI training programs, as well as their impact. Baker (2023) state thet motional intelligence has a significant influence on almost every element of corporate operations.
The relatively low participation in wellness and EI courses suggests that there is a need for increased availability and encouragement for such programs. 
The highly perceived usefulness of EI courses among participants highlights their value and potential for broader implementation. Therefore Karimi et al. (2021) explain that positive impact of EI on managerial decision-making and colleague relationships supports the argument for integrating EI training into regular professional development is essencial.
Question - Do you participate in any wellness or mindfulness programs offered by your engineering company?
	      Programs Participation
	     Number of Respondents

	Yes
	30

	No
	51

	Maybe
	19
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It's important to run workshops on emotional intelligence to improve workers' emotional awareness, communication, sensitivity, and stress management, with continuing alignment checks (Baker 2023).
Question - How would you rate your engineering manager’s level of emotional intelligence?
	                   EI Level
	         Number of Respondents

	Very high
	13

	High
	30

	Moderate
	31

	Low
	25

	Very low
	0
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Question - How often does your engineering manager provide you with constructive feedback?
	                   Frequency
	      Number of Respondents

	Very often
	15

	Often
	27

	Occasionally
	41

	Rarely
	14

	Never
	0
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Question - How often does your engineering manager show empathy towards the engineering team? 
	            Frequency
	       Number of Respondents

	Very often
	16

	Often
	28

	Occasionally
	36

	Rarely                                                   
	14

	Never
	5
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Question - How effective is your engineering manager in managing the team’s stress during projects?
	         Effectiveness Level
	    Number of Respondents

	Very effective
	19

	Somewhat effective
	69

	Neither effective nor ineffective
	5

	Somewhat ineffective
	5

	Not effective at all
	1
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Question - How would you describe the relationship between your engineering manager and the team in terms of emotional support?
	           Support Level
	     Number of Respondents

	Very supportive
	16

	Supportive
	40

	Neutral
	40

	Unsupportive
	4
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Question: Have you participated in an emotional intelligence development course specifically for engineers?
	             Participation
	   Number of Respondents

	Yes
	39

	No
	60
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Question - How useful do you think such a course would be for your engineering performance?
	      Usefulness Level
	       Number of Respondents

	Extremely useful
	88

	Somewhat useful
	11

	Somewhat not useful
	1

	Not useful at all
	0
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Question - How often do you receive guidance or mentoring on developing emotional intelligence within your engineering role?
	              Frequency
	       Number of Respondents

	Daily
	12

	Weekly
	31

	Monthly
	33

	Yearly
	15

	Never
	9


                                                           Table 21
[image: ]


Question - Does your engineering company offer training programs focused on emotional intelligence?
	       Training Offered
	     Number of Respondents

	Yes
	29

	No
	71
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Question - Do you believe that emotional intelligence has been a factor in the success of the engineering projects you have worked on?
	                   Belief
	        Number of Respondents

	Yes
	95

	No
	5
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Question - How important do you consider emotional intelligence in the engineering workplace? 
	          Importance Level
	       Number of Respondents

	Extremely important
	93

	Somewhat important
	6

	Not important
	0
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Question - How would you describe the impact of emotional intelligence on relationships between engineering colleagues?
	         Impact Level
	       Number of Respondents

	Very positive
	84

	Positive
	12

	Negative
	4

	Very Negative
	0
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Question - Do you think emotional intelligence contributes to reducing workplace stress in the engineering sector?
	       Contribution Level
	     Number of Respondents

	Yes
	95

	No
	1

	Maybe
	4
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Berg and Karlen (2013) emphasize the need for coaching and the use of leadership tools to cope with the increasing stress levels in project work.

Question - How would you rate the impact of emotional intelligence on managerial decision-making in engineering projects?
	                Impact Level
	       Number of Respondents

	Very high
	85

	High
	7

	Moderate
	3

	Low
	1

	Very low
	0
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Question - How would you rate the impact of emotional intelligence on managerial decision-making in engineering projects?

	           Impact Level
	     Number of Respondents

	Very high
	88

	High
	8

	Moderate
	3

	Low
	1

	Very low
	0


                                                         Table 28
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Question - How much do you believe improving your personal emotional intelligence would influence your engineering career? 
	             Influence Level
	       Number of Respondents

	Very much
	91

	Much
	5

	Little
	0

	Not at all
	0


                                                             Table 29
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Discussion of Findings 
The analysis reveals key insights into the relationship between emotional intelligence and stress management in the engineering sector ,In addition, as illustrated in the study of Min (2013) regarding the connection between emotional intelligence and workplace stress in the engineering industry, the findings and analysis of the data acquired from the surveys and interviews gave useful insights into the relationship To confirm whether the study's variables adhered to the normalcy assumption.EI Levels shows that the majority of participants had elevated levels of self-awareness and motivation, while displaying comparatively lower levels of empathy and social skills (Turner and Lloyd‐Walker 2008). On Stress Management Suárez and Vizcaíno (2023) ephatize that Engineers with elevated levels of Emotional Intelligence (EI) reported superior abilities to handle stress and greater levels of work satisfaction. Leadership Effectiveness teams saw leaders with high Emotional Intelligence (EI) as more successful and helpful (Nguyen 2024). 

Subjective observations
Self-regulation was emphasised by the interviewees as crucial for effectively managing project deadlines and achieving work-life balance (Sefidgar et al. 2024).
Empathy in engineers stressed environment is the need of sympathetic leaders in fostering a helpful and harmonious work environment Bakhshandeh et al. (2024) and Rothwell et al. (2023).
On training Requirements  numerous participants have shown a need for structured Emotional Intelligence (EI) t programmes (Sommet et al. 2023) to enhance their interpersonal abilities and stress management capabilities.To plan your study efficiently, you must first determine the expected effect size of Condition (Sommet et al. 2023)
Analysis
The results indicate a robust connection between emotional intelligence and successful stress management in the engineering profession. (Sharma and Tiwari 2022) Engineers with a high level of Emotional Intelligence (EI) are more adept at managing stress, resulting in enhanced performance and work contentment.  The evidence further demonstrates that leadership approaches affected by high emotional intelligence (Sujila et al. 2023) (EI) have a significant impact on creating a happy work atmosphere, improving team interactions, and increasing productivity (Jamshed and Majeed 2023).
Emotional Intelligence Levels Higher self-awareness scores correlate with better stress management and motivation levels. Stress Management Frequent emotional regulation during stressful projects is common among those with high emotional intelligence. Stress Impact For many respondents, daily stress affects performance, indicating a high-stress environment. Training and Development Participation in emotional intelligence training programs is limited, though those who do participate find them highly beneficial It is crucial to acknowledge that the decreased levels of stress experienced by leaders may both be a cause and a consequence of their leadership (Sherman et al. 2012). These findings underscore the importance of emotional intelligence in enhancing workplace performance and reducing stress among engineers. One of the major obstacles to carrying out the study and gaining a deeper understanding was the unwillingness to do the interviews, despite my preparation of interview questions. The Link Between Emotional Intelligence, Stress, and Management according to Inouye (2022), the goal of conducting these interviews was to determine the unique historical background of each participant.
  
Conclusion 
In conclusion, the survey and results indicate a connection between management emotional intelligence and stress in the engineering sector. Understanding and Managing Emotions Managers with high emotional intelligence are better at recognizing and understanding their own emotions and those of their employees. This awareness helps manage stress levels more effectively by addressing emotional triggers and stressors before they escalate. Improved communication, Emotionally intelligent managers communicate more effectively. They can express themselves clearly and empathetically, reducing misunderstandings and conflicts that often lead to stress. Enhanced Relationships Strong interpersonal relationships, fostered by emotional intelligence, create a supportive work environment. This support can mitigate the effects of stress, as employees feel understood and valued. Conflict Resolution High EI in management leads to better conflict resolution skills. Managers can navigate disputes and disagreements more smoothly, preventing prolonged stress caused by unresolved conflicts. Conversely, the extra effort outcome appeared most sensitive to the range of empathy scales (Skinner and Spurgeon 2005). Empathy and Support Emotionally intelligent managers are more empathetic and supportive. They can recognize when employees are struggling with stress and provide the necessary support, whether through direct assistance, adjustments in workload, or offering resources like counseling. Positive Work Environment Managers who demonstrate emotional intelligence contribute to a positive work culture. A positive, emotionally healthy work environment can reduce overall stress levels by promoting well-being and job satisfaction. Stress Management Techniques Managers with high EI are often more adept at implementing and encouraging stress management techniques within their teams. This might include mindfulness practices, flexible work arrangements, or team-building activities that alleviate stress.  Resilience Building Emotionally intelligent managers help build resilience in their teams by fostering a growth mindset and encouraging adaptive coping strategies. This resilience helps employees handle stress more effectively. The next chapter will discuss the implications of these findings and provide recommendations for improving emotional intelligence in the engineering sector. A workplace that prioritises emotional intelligence fosters a good work environment where individuals really care about one other's well-being and achievements. That enhances the quality of professional life for all individuals.
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     Chapter Five 


Summary and Conclusion
We meticulously constructed the review method for this dissertation to ensure openness and transparency. It includes explicit review criteria, comprehensive searching, screening, data extraction, synthesis, and full reporting. This research used a five-step systematic review technique (Atfield, Hunt, and Luchinskaya, 2021) to thoroughly investigate the significant relationships among emotional intelligence (EI), management, and stress in the engineering industry. This study provides a thorough examination of the effects of emotional intelligence (EI) on leadership effectiveness, stress management, and overall workplace performance by integrating both quantitative and qualitative research approaches. The key findings summarize the levels of emotional intelligence. Engineers who possess a heightened level of self-awareness have superior abilities in stress management and motivation, both of which are crucial for sustaining optimal levels of productivity and producing work of exceptional quality. Techniques for Stress Individuals with high emotional intelligence (EI) have exceptional ability to manage their emotions while working on challenging assignments, enabling them to effectively fulfil deadlines and maintain high quality standards. Segal et al., (2024) refine that engineers often face everyday stress that has a detrimental impact on their performance, underscoring the high-stress character of the engineering industry. Engineers have a significantly low level of participation in EI training courses. Nevertheless, those who engage in participation have notable advantages, such as greater stress management and improved cooperation. Managers with a high level of emotional intelligence have a favourable impact on the dynamics of their teams, their ability to handle stress, and the processes involved in making decisions (Carrié 2024). This highlights the significance of emotional intelligence in leadership positions. These results indicate that emotional intelligence plays a vital role in improving management techniques and decreasing stress levels in the engineering profession. It emphasises the need for companies to allocate resources towards emotional intelligence (EI) training and development initiatives in order to enhance both individual and organisational performance. Recommendations exist for improving emotional intelligence within the engineering industry. Establish and execute extensive Emotional Intelligence (EI) training programmes: Create specialised training sessions that concentrate on essential emotional intelligence (EI) abilities, including empathy, self-regulation, and social skills. To provide guidance and support, implement mentorship and coaching programs. Promote the engagement of seasoned engineers in mentoring junior personnel, creating a culture that values emotional comprehension and self-control.By Foster a culture that encourages and values feedback and establish a conducive atmosphere that fosters the exchange of honest and productive criticism, aiding engineers in effectively regulating their emotions and enhancing their professional capabilities. According to De Zulueta (2015) Implement wellness initiatives, including mindfulness exercises and emotional intelligence courses, to assist engineers in effectively coping with stress and preserving their mental well-being. Improve management emotional intelligence and allocate resources towards training initiatives that enhance managers' emotional intelligence, enabling them to adeptly assist their people and navigate workplace stress.
To summarise, this dissertation has emphasised the significant influence of emotional intelligence on management practices and stress management in the engineering industry. 
The data indicates that emotional intelligence (EI) is crucial not just for achieving personal and professional success but also for promoting effective leadership and maintaining a positive work environment (Jain and Ackerson 2023). Integrating emotional intelligence training and development into organizational processes may significantly benefit the high-stress and demanding engineering business. Through this approach, organisations may bolster their staff's capacity to effectively handle stress, promote collaboration, and eventually propel organisational triumph. Further research should focus on examining the tangible uses of emotional intelligence in various engineering settings, with the goal of filling any current knowledge gaps in the available literature. By placing a high value on emotional intelligence, companies may establish a work atmosphere that is more resilient, productive, and supportive. This will lead to long-term development and success in the highly competitive engineering business. Additionally, it is important to enhance inclusion in organisations, guarantee equitable distribution of rewards, and cultivate supportive cultures (Wall, 2017). Moreover, it is essential to regain trust in leaders, major corporations, and well-established institutions.


 Conclusion

This dissertation investigated the correlation between management, emotional intelligence, and stress in the engineering workplace. The research revealed a strong correlation between emotional intelligence and stress management as well as leadership effectiveness (Lee et al. 2023) pointed out that transformational leadership will lead to better-than-expected behavior among employees. Managers in Engineers sector  that possess a high level of Emotional Intelligence (EI) managing with heart and promot emphaty (Kumari et al. 2022) have superior abilities in handling stress, resulting in enhanced work performance and increased satisfaction. Leaders that exhibit high emotional intelligence (EI) cultivate a supportive and productive work atmosphere, which ultimately benefits the whole organisation.




Recommendations

Organisations should establish and execute comprehensive Emotional Intelligence (EI) training programmes (Sauli et al. 2022) that concentrate on essential competences, including empathy, self-regulation, and social skills. Encourage mentorship and Coaching  Implement mentorship initiatives that pair seasoned engineers with younger workers to foster the growth of their emotional intelligence abilities. Promote a culture of feedback  Foster an environment that encourages engineers to provide open and constructive feedback, enabling them to successfully comprehend and regulate their emotions. Implement Wellness Programmes  Introduce wellness programmes that include mindfulness techniques and stress management courses to promote and enhance the mental well-being of engineers. O'Connor et al. (2019) suggest that when looking for an overall measure of emotional functioning that can predict personal and professional effectiveness, future research additional investigation should focus on the pragmatic implementations of Emotional Intelligence (EI) in various engineering settings, evaluating the ways in which certain EI skills might improve team interactions and project results. Furthermore, it is important to do research on the enduring impacts of emotional intelligence (EI) training on both the overall effectiveness of an organisation and the overall well-being of its employees. By placing emotional intelligence as a top priority, engineering organisations may establish a work environment that is resilient, productive, and supportive, ultimately leading to long-term success in a highly competitive sector.
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Figure 2:

	Nr
	Question 
	Response type
	Options 

	1
	What is your age?
	Single choice.
	Under 18
18-24
 25-34
 35-44
 45-54
55 and above


	2
	What is your gender? 
	Single choice.

	Woman
Man
Non-binary
Prefer not to say


	3
	What is your current position within the engineering company?
	Single choice.

	Junior Engineer 
Senior Engineer 
Manager 
Director 
 Other

	4
	How long have you been working or study in engineering sector?
	Single choice.

	Less than 1year 
1-3 years 
 4-6 years
7-10 years 
More than 10 years


	5
	How many years of experience do you have in the engineering field?
	Single choice.

	Less than 1year 
1-3 years 
 4-6 years
7-10 years 
More than 10 years


	6
	On a scale from 1 to 10, how would you rate your level of self-awareness regarding your emotions at work?
	Single choice.

	1 2 3 4 5 6 7 8 9 10


	7
	How often do you successfully regulate your emotions during stressful engineering projects?
	Single choice.

	Very often 
 Often 
 Occasionally 
 Rarely
Never


	8
	How motivated are you to achieve your engineering work goals despite stress?
	Single choice.

	Very motivated
Somewhat motivated
Neither motivated nor unmotivated
Somewhat unmotivated
Very unmotivated


	9
	How often do you show empathy towards your engineering colleagues’ challenges?
	Single choice.

	Daily
Weekly
Monthly
Yearly
Never


	10
	How effective are your social skills in resolving conflicts during engineering projects?
	Single choice.

	Very effective
Somewhat effective
Neither effective nor ineffective
Somewhat ineffective
Very ineffective


	11
	On a scale from 1 to 10, how stressed do you usually feel when working on engineering projects?
	Single line text.
	

1 to 10

	12
	How often does stress impact your engineering work or study performance?
	Single choice.

	
Daily
Weekly
Monthly
Yearly
Never



	13
	What do you consider the most stressful factors in your engineering work?
	Multiple choice.

	Tight deadlines 
 High workload 
 Technical challenges 
 Lack of support from management
Interpersonal conflicts
 Other


	14
	How well do you manage stress during engineering deadlines?
	Single choice.

	Extremely well
Somewhat well
Neutral
Somewhat not well
Extremely not well


	15
	Do you participate in any wellness or mindfulness programs offered by your engineering company?
	Single choice.

	Yes
No
Maybe

	16
	How would you rate your engineering manager’s level of emotional intelligence?
	Single choice.

	Very high 
High 
 Moderate 
Low 
 Very low


	17
	How often does your engineering manager provide you with constructive feedback?
	Single choice.

	Very often 
Often
 Occasionally
 Rarely
Never


	18
	How often does your engineering manager show empathy towards the engineering team?
	Single choice.

	Very often 
 Often 
 Occasionally
 Rarely 
 Never


	19
	How effective is your engineering manager in managing the team’s stress during projects?
	Single choice.

	Very effective
Somewhat effective
Neither effective nor ineffective
Somewhat ineffective
Not effective at all


	20
	How would you describe the relationship between your engineering manager and the team in terms of emotional support?
	Single choice.

	Very supportive 
 Supportive
 Neutral
Unsupportive


	21
	Have you ever participated in a course on emotional intelligence development specifically for engineers?
	Single choice.

	Yes
No


	22
	How useful do you think such a course would be for your engineering performance?
	Single choice.

	Extremely useful
Somewhat useful
Somewhat not useful
Not useful at all


	23
	How often do you receive guidance or mentoring on developing emotional intelligence within your engineering role?
	Single choice.

	Daily
Weekly
Monthly
Yearly
Never


	24
	Does your engineering company offer training programs focused on emotional intelligence?
	Single choice.

	Yes

No


	25
	Do you believe that emotional intelligence has been a factor in the success of the engineering projects you have worked on?
	Single choice.

	Yes
No


	26
	How important do you consider emotional intelligence in the engineering workplace?
	Single choice.

	Extremely important
Somewhat important
Not important


	27
	How would you describe the impact of emotional intelligence on relationships between engineering colleagues?
	Single choice.

	Very positive 
 Positive 
Negative 
Very negative

	28
	Do you think emotional intelligence contributes to reducing workplace stress in the engineering sector?
	Single choice.

	Yes
No
Maybe


	29
	How would you rate the impact of emotional intelligence on managerial decision-making in engineering projects?
	Single choice.

	Very high 
High
 Moderate 
 Low 
Very low

	30
	How much do you believe improving your personal emotional intelligence would influence your engineering career?
	Single choice.

	Very much
 Much
 Little 
Not at all






Table 1
	             Age Group
	   Number of Respondents

	Under 18
	2                

	18- 24
	7               

	25- 34
	20             

	35- 44
	33                 

	45- 54
	23         

	55 and above
	15         
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Table 2
	                    Gender
	      Number of Respondents

	Woman
	42

	Man 
	45

	Non-binary
	0

	Prefer not to say
	13


        Figure 4:
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          Table 3           
	                    Position
	          Number of Respondents

	Junior Engineer
	15

	Senior Engineer
	39

	Manager
	19

	Director
	7

	Other
	20


    Figure 5:
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Table 4
	                Duration
	       Numbers of Respondents

	Less than 1 Year
	10

	1-3 Years
	20

	4- 6 Years 
	34

	7- 10 Years
	20

	More that 10 Years
	14


           Figure 6:
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  Table 5
	            Rating 1 to 10
	     Numbers of Respondents

	1
	0

	2
	0

	3
	11

	4
	15

	5
	14

	6
	17

	7
	19

	8
	13

	9
	7

	10
	4


              Figure 7:
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  Table 5
	Frequency
	Number of Respondents

	Very often
	26

	Often
	44

	Occasionally
	22

	Rarely
	6

	Never
	2


         Figure 8:
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Table 7
	                Motivation Level
	      Number of Respondents

	Very Motivated
	88

	Somewhat motivated
	11

	Neither motivated nor unmotivated 
	1

	Somewhat unmotivated 
	0

	Very unmotivated
	0


    Figure 9:
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Table 8
	              Frequency
	      Number of Respondents

	Daily
	25

	Weekly
	60

	Monthly
	14

	Yearly
	1

	Never
	0


       Figure 10:
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Table 9
	      Effectiveness Level
	      Number of Respondents

	Very effective
	18

	Somewhat effective
	68

	Neither effective nor ineffective
	11

	Somewhat ineffective
	1

	Very ineffective
	0


    Figure 11:
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Table 10

	                       Rating 1 to 10 
	  Number of Respondents

	1
	0

	2
	0

	3
	11

	4
	15

	5
	14

	6
	17

	7
	19

	8
	10

	9
	6

	10
	8


             Figure 12:
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Table 11
	                     Frequency
	        Number of Respondents

	Daily
	62

	Weekly
	30

	Monthly
	6

	Yearly
	1

	Never
	1


        Figure 13:
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Table 12
	        Stress Factor
	     Number of Respondents

	Tight deadlines
	80

	High workload
	69

	Technical challenges
	85

	Lack of support from management
	79

	Interpersonal conflicts
	68

	Other
	59


    Figure 14:
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Table 12
	      Programs Participation
	     Number of Respondents

	Yes
	30

	No
	51

	Maybe
	19


 Figure 15:
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   Table 14
	                   EI Level
	         Number of Respondents

	Very high
	13

	High
	30

	Moderate
	31

	Low
	25

	Very low
	0
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   Table 15
	                   Frequency
	      Number of Respondents

	Very often
	15

	Often
	27

	Occasionally
	41

	Rarely
	14

	Never
	0
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Table 16
	            Frequency
	       Number of Respondents

	Very often
	16

	Often
	28

	Occasionally
	36

	Rarely                                                   
	14

	Never
	5
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Table 17
	         Effectiveness Level
	    Number of Respondents

	Very effective
	19

	Somewhat effective
	69

	Neither effective nor ineffective
	5

	Somewhat ineffective
	5

	Not effective at all
	1
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  Table 18
	
           Support Level
	     Number of Respondents

	Very supportive
	16

	Supportive
	40

	Neutral
	40

	Unsupportive
	4


                                                         Table 18
Figure 20:
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Table 19
	             Participation
	   Number of Respondents

	Yes
	39

	No
	60


                                                           
Figure 21:
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     Table 20
	      Usefulness Level
	       Number of Respondents

	Extremely useful
	88

	Somewhat useful
	11

	Somewhat not useful
	1

	Not useful at all
	0
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   Table 21
	              Frequency
	       Number of Respondents

	Daily
	12

	Weekly
	31

	Monthly
	33

	Yearly
	15

	Never
	9
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Table 22
	       Training Offered
	     Number of Respondents

	Yes
	29

	No
	71
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Table 23
	                   Belief
	        Number of Respondents

	Yes
	95

	No
	5
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Table 24
	          Importance Level
	       Number of Respondents

	Extremely important
	93

	Somewhat important
	6

	Not important
	0


                                                    
Figure 26:
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Table 25
	         Impact Level
	       Number of Respondents

	Very positive
	84

	Positive
	12

	Negative
	4

	Very Negative
	0


                                                          
Figure 27:
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Table 26
	       Contribution Level
	     Number of Respondents

	Yes
	95

	No
	1

	Maybe
	4
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Table 27
	                Impact Level
	       Number of Respondents

	Very high
	85

	High
	7

	Moderate
	3

	Low
	1

	Very low
	0
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Table 28
	           Impact Level
	     Number of Respondents

	Very high
	88

	High
	8

	Moderate
	3

	Low
	1

	Very low
	0
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Table 29
	             Influence Level
	       Number of Respondents

	Very much
	91

	Much
	5

	Little
	0

	Not at all
	0


                                                             
Figure 31:
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Figure 32:

	   W/C
	Date 
	[bookmark: _Toc410652808][bookmark: _Toc55680028][bookmark: _Toc1024843151][bookmark: _Toc1024734699] Independent Project (BMSW6009_CARD) 
(Dissertation) Schedule January 2024 

	w/c
	10/01/2024
	Dissertation Talk /Schedule of Work for assessment

	w/c
	17/01/2024
	Supervisor Relocate

	w/c
	24/01/2024
	One to One supervision session

	w/c
	31/01/2024
	Draft Research Proposal – forward to Supervisor

	w/c
	07/02/2024
	One to One supervision session

	w/c
	08/02/2024
	One to One supervision session

	w/c
	15/02/2024
	Supervisor Draft feedback

	w/c
	23/02/2024
	Research Proposal 1500w and Ethics Form 
Upload an electronic copy to Turnitin by 15:00

	w/c
	28/02/2024
	Advised guideline

	w/c
	06/03/2024
	One to one supervisor session

	w/c

	13/03/2024

	One to One supervision session


	
	
	Easter Vacation 25/03-01/04-08/04

	w/c
	11/04/2024
	Advised starting dissertation 

	w/c
	17/04/2024
	One to One supervision session

	w/c
	24/04/2024
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