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แบบ อยางมีนัยสําคัญทางสถิติ (p < .01) ความฉลาดทางอารมณโดยรวมมีความสัมพันธกันทางบวกกับการรับรู
ความยุติธรรมภายในองคการโดยรวม อยางมีนัยสําคัญทางสถิติ (p < .01) พฤติกรรมการเผชิญความเครียดแบบ 
มุงเนนแกปญหา และแบบหลีกหนีปญหา มีความสัมพันธกันทางบวกกับการรับรูความยุติธรรมภายในองคการ
โดยรวม อยางมีนัยสําคัญทางสถิติ (p < .05) แบบมุงเนนแสวงหาสิ่งสนับสนุนทางสังคมไมมีความสัมพันธกับการ
รับรูความยุติธรรมภายในองคการโดยรวม 
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 The purpose of this research is to investigate the relationship among emotional quotient, stress 
coping behaviors and perception of organizational justice of sales officers feed of Charoen Pokphand food 
public company limited with sample of 127 operation staffs.  Four sets of questionnaires. The questionnaires 
resulted in reliability coefficient of 0.96 for the emotional quotient, 0.87 for the stress coping behaviors, 0.94 
for the perception of organizational justice. Statistical analysis methods used in this study included frequency 
distributions, percent, standard deviation, t – Test, F – test and Pearson’s correlation product moment. 
 The results of the study are as follows; 
 Overall research statistical analysis shows that operation staff had the emotional quotient and 
perception of organizational justice at the high level and the stress coping behaviors at the moderate level. 
 Comparing the individual factors affecting the emotional quotient, stress coping behaviors and 
perception of organizational justice, it was found that the emotional quotient and stress coping behaviors was 
not different. The perception of organizational justice not different when comparing with the length of working 
and educational background. 
  Comparing genders and ages affecting the perception of organizational justice, found that male 
sales representative gained the higher means perception of organizational justice in the aspect of the inter- 
-action between the superior and the inferior workers than the female sales was significant (p < .05).  The latter 
was that older sales representative gained the higher means of perception of organizational justice in the aspect 
of the interaction between the superior and the inferior workers than the younger sales was significant (p < .05). 
 There was significant positive correlation (p < .01) between emotional quotients and stress coping 
behaviors. There was significant positive correlation (p < .01) between emotional quotients and the perception 
of organizational justice. There was significant positive correlation (p < .05) between stress coping behaviors 
from problem-focused coping and avoidance coping and the perception of organizational justice. There was non 
- significant positive correlation (p < .05) between stress coping behaviors from social support and the 
perception of organizational justice. 
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