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ABSTRACT

Emotional Intelligence is a concept which for a long time was ignored and it
was only in the mid 90’s that Daniel Goleman popularised this term and
showed how important Emotions Intelligence is for leading a happy and
fulfilling life. EI can be defined as a fundamental array of skills and
characteristics that drive leadership performance. Studies have shown that

people with high EI have greater mental health, job performance,

and leadership skills, although no causal relationships have been shown. EI
has been typically associated with empathy because it involves relating their
personal experiences with those of others. Since its popularization in recent
decades, methods of developing EI have become widely sought by

individuals seeking to become more effective leaders.

Scientists and researchers have come up with various models such as trait

model, ability model and mixed model.

Even Harvard ’s happiness study, which is the world’s oldest ongoing
study, came to the conclusion that emotional intelligence played a very
important role in the lives of individuals, be it their personal or

professional lives.
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CHAPTER 1.
INTRODUCTION

1.1 INTRODUCTION

Emotional intelligence plays a crucial role in the performance of an employee.
According to D. Goleman’s study of star performers in an organization,
Approximately 90% of the variation in profile between a highly skilled
performer and an average performer can be ascribed to emotional intelligence
aspects rather than cognitive abilities. The 5 major factors, namely,
self-awareness, self-regulation, internal motivation, empathy, and social skills of
an individual leads that person towards his/her success. Along with the
knowledge, skills, and abilities that the person possesses to perform his/her job
competitively, a perfect blend of emotional intelligence is also required to rise in
the career ladder. A dynamic leader with high emotional intelligence tends to
retain more employees by being compassionate to them and at the same time
utilizing his/her leadership skills to enhance the productivity and engagement of
the team, effectively. On the contrary, a leader with low EI, is more prone to
losing its employees and there are chances where associates may get offended

and feel disengaged to be associated with such a leader.

Emotional Intelligence also helps employees get equipped with the skills and
the abilities required for the successful completion of the work. This helps them
to cope up with the work tension, hassles, exhaustion, and frustration. Since the
employees can cope up with the stress and anxiety at the workplace, their
psychological health is also improved. It motivates them to perform better at the

job and affects employee’s health and wellbeing in a positive way.

1.2 SIGNIFICANCE OF THE PROJECT

An employee, when emotionally contented with his/her job and work

environment including peers and colleagues, performs much better and with



more dedication and commitment towards the job. EI is related to understanding
the effects of performance appraisal and management as the maturity of a
person determines the extent to which (s)he can handle the appropriate feedback
and can act upon those for betterment. An employee with low EI, on the
contrary, will not be able to handle the appraisal process and may act differently,
causing a decline in performance and satisfaction of oneself and others. Hence,

this project is significant for understanding the impact of EI on job performance.

Also, if the employee has low EI, it will hinder his performance as well as his
emotional state will be affected. His overall psychological health will be
affected, and it will eventually affect his performance at work. On the other
hand, a person with high EI, will help him in building a cordial relationship with
his colleagues, he will perform well in his job which will eventually affect his
psychological wellbeing. Hence, this project is also significant for

understanding the impact of EI on Employee Wellbeing.



CHAPTER 2
SETTING UP THE STUDY AND RESEARCH
METHODOLOGY

2.1 REVIEVW OF LITERATURE

The term Emotion gets its roots from a Latin word “Emovere” which means to
move. Emotions are physiological states linked to the nervous system,
encompassing thoughts, feelings, behavioral responses, and a range of positive
or negative experiences. Emotions are mostly spontaneous in nature. It is a
stirred-up state of organization and is a specific condition of mind. Emotion
may act as both, a stimulus, or a response. Same stimulus may create varied
emotions in different persons as per their perceptions since people tend to
perceive as they are and not as things are. Maturity and intuitiveness of an
individual, in terms of both physical and intellectual plays an important role in
the regulation of emotions or its perception. Objective and subjective factors
also play important roles in the development of emotions. There are 4 major
components of emotion, namely, affective component that deals with the
emotional or feeling aspect, behavioural component that leads to the reactions,
cognitive component that causes arousal in a person and finally the conative

component which deals with the motivational aspect of emotions.

Emotional intelligence plays a key role in increasing performances according to
Mohmmad Shahhosseini et al (2012) 13. It suggested EQ is an important trait for
managers to possess to improve effectiveness in the organizations. Stephane
Cote et al 25, in his study suggested that when cognitive intelligence decreases
emotional intelligence has a positive impact on job performance and

organizational citizenship behavior. In the Work Life Balance and Employee



Job Performance- The Role of Psychological Wellbeing and Satisfaction with
Coworkers, Sajid Haider et (3, all studied the effect how job performance and
satisfaction can be increased by enhancing the psychological wellbeing. Jose M.
Augusto Landa et (4], in their study Emotional Intelligence and Personality traits
as predictors of Psychological Wellbeing in Spanish undergraduates stated that

emotional clarity was positively correlated with the psychological wellbeing.

According to Dwayne Devonish's statement in 2016, organizations should aim
to enhance employees' emotional intelligence (EI) to enhance their

psychological well-being, overall performance, and work-related behaviors.

;5. He stated his findings in the study Emotional intelligence and job
performance- the role of psychological well-being. There is also a relationship
between emotional Intelligence and wellbeing in sports context that has been

confirmed by Laborde et al (2014) (6] in their study.

Overall Job Performance: It refers to how the workers behave in the

workplace and how well they perform the job duties that are obligated to them.

Employee Wellbeing: It relates to all the aspects of your work life from the
type of the environment and the organisation you work to the employee safety
and the climate at work. It is one of the key factors in determining the

effectiveness of an organization.

The Flourishing scale

Employee Wellbeing
Wong and Law Emotional '
Intelligence Scale (WLEIS)

Emotional Intelligence - ~ Overall Job Performance
* Seff-Emotional Appraisal (SEA) Adapted From Tseng and Huang-2011
» Others’ Emotional Appraisal {OEA)
* Regulation of Emotion (ROE)
& Use of Emotion (LIOE)



Independent Variable (IV): Emotional Intelligence

Dependent Variable (DV): Overall Job Performance and Employee Wellbeing

2.2 OBJECTIVE

To study the impact of Emotional Intelligence on Overall Job Performance and
the employee wellbeing.

2.3 HYPOTHESIS

Hi.o: There is statistically no significant impact of Emotional Intelligence on
Job Performance on the employees.

Hu.1: There is statistically significant impact of Emotional Intelligence on Job
Performance on the employees.

Hz.0: There is statistically no significant impact of Emotional Intelligence on
Employee Wellbeing.

Hz.1: There is statistically significant impact of Emotional Intelligence
on Employee Wellbeing.

2.4 RESEARCH METHODOLOGY

Methodology involves a systematic and theoretical examination of the methods
employed within a particular field of study. It focuses on the theoretical
exploration of the methods and principles utilized within a specific domain of
knowledge. Commonly, it encompasses concepts such as paradigm, theoretical

model, stages, and qualitative or quantitative approaches.

2.4.1 AREA OF STUDY

The study was conducted among employees of all industries who are placed at

different levels in the hierarchies.



2.4.2 RESEARCH DESIGN

Our study focuses on descriptive research, also referred to as statistical research,
which involves describing data and characteristics related to the population or
phenomenon under investigation. By utilizing an existing framework
(questionnaire) with some minor adjustments, we devised and implemented the
data collection procedure as part of our research design. Statistical tools were
employed for analysis and interpretation, with the results presented through

tables and charts.

2.4.3 SAMPLING TECHNIQUE

In survey methodology, sampling involves the selection of a subset of
individuals from a statistical population to estimate the characteristics of the
entire population. The sampling technique employed in this study is
convenience sampling, which is a non-probability sampling method that
involves selecting a sample from a population that is readily available or easily

accessible.

2.4.4 TOOLS AND SCALES USED

A questionnaire was designed measuring the 3 variables, namely, Emotional
Intelligence, Overall Job Performance and Employee Wellbeing. The
Emotional Intelligence Questionnaire was a 16-item questionnaire, which
was used to measure emotional intelligence in Management Research and
Studies. The items on the Wong Law Emotional Intelligence Scale (WLEIS),

is based on the ability model of Emotional Intelligence.

Job Performance is measured using the scale developed by Tseng and Huang
which consists of 6 items. A 7-point Likert scale was implemented to measure

each of the variables.

Employee Well Being is measured using the scale known as the Flourishing

Scale which consists of 8 items. It is designed to measure employee’s success in



areas such as relationships, purpose, and optimism. A 7-point Likert scale was

implemented to measure each of the variables.

SPSS Process macros along with Microsoft excel 2019 and Tableau were used.

2.4.5 SOURCE OF DATA
Primary Data

Primary data are those which are collected a fresh and for the first time and thus
happen to reflect original characteristics. In this case, the primary study
collection tool used is the survey questionnaire (referred in Appendix). Minor
modification has been made in the available questionnaire, like including
demographic factors and performance appraisal related question, a Google form

was designed to conduct the survey.

2.4.6 PROCESSING OF DATA

* Survey questionnaire for all the respondents were recorded and

documented followed by preparation of the master chart and tabulation of

data in MS Excel and SPSS

* Tabular representation of data is presented along with graphical

interpretations of each for better and clear understanding.

» 7-point Likert scale is used to measure the individual parameters.



Chapter 3:
DATA ANALYSIS

3.1 DATA ANALYSIS

The practice of examining, purifying, altering, and modeling data with the
objective of uncovering valuable insights, drawing conclusions, and aiding
decision-making is referred to as data analysis. Data analysis encompasses
various facets and methodologies, incorporating a wide range of techniques
under different labels, and finds applications in various industries, scientific
fields, and social sciences. In the present-day business landscape, data analysis
contributes to more scientifically informed decision-making and enhances

operational efficiency for businesses

Data analysis is employed subsequent to the collection, organization, and
presentation of data. The term "data analysis" refers to the examination of the
characteristics of the data using a variety of statistical tools, ranging from basic
to intricate and advanced methods. Skilled investigators or experts are equipped

to handle these analytical techniques.

3.2 INTERPRETATION

Data interpretation involves the process of deriving conclusions from gathered
information following analytical or experimental studies. Its primary objective
is to uncover a deeper understanding and broader significance of research

findings. Data interpretation encompasses two key aspects:

1.Establishing continuity in research by connecting the outcomes of a specific
study with those of others.

2.Establishing explanatory concepts to provide insight into the observed data.



The final step in an investigation is interpreting the data that we have collected.
If the data analysis is not properly interpreted the whole objective of the study
will be defeated and false, conclusions may be drawn. Correct interpretation
will lead to a valid conclusion of the study and this can aid one in taking

suitable decisions.



IMPORTANT STATISTICS

TABLE 3.1 IMPORTANT STATISTICS

Statistics
Organizations | Educationlave Tenureincurr.
Agelnyrs | Gender ector | WarkExpInirs orgin'rs

N Valid 235 138 235 235 234 235
Missing 0 0 0 0 0 0

Mean 21.25 3730354610 | 2770921586
Std. Deviation 3258 2779077666 | 2263683474
Minimum 21 000000000 | 000000000
Maximum i 19.00000000 | 11.00000000

AGE DISTRIBUTION

Age (In yrs)

50 =
= a6
30 28
23
i6
10 10 10 —
3 3 3 . . . .

FIGURE 3.1 AGE DISTRIBUTION

10



DISTRIBUTION ACROSS SECTORS

Organization sector

FIGURE 3.2 DISTRIBUTION ACROSS SECTIONS

TABLE 3.2 DISTRIBUTION ACROSS SECTIONS

Organizationsector
Cumulative
Frequency Percent Valid Percent Percent

“Valid banking 1 -4 .4 -4

Banking 1 .4 .4 .9

1T 211 s89.8 89.8 90.6

Management 14 6.0 5.0 96.6

Manufacturing 4 1.7 1.7 98.3

Others 4 1.7 1.7 100.0

Total 235 100.0 100.0
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GENDER DISTRIBUTION

FIGURE 3.3: GENDER DISTRIBUTION

TABLE 3.3 GENDER DISTRIBUTION

Gender
Cumulative
Frequency | Percent | Valid Percent Percent
Valid - Female 63 26.8 268 268
Male 172 732 732 100.0
Total 235 | 1000 100.0

12




EDUCATION DISTRIBUTION

Education level

200 192

150

Counts

Q

Under Graduate

FIGURE 3.4 EDUCATION DISTRIBUTION

TABLE 3.4 EDUCATION DISTRIBUTION

Educationlevel

Cumulative
Frequency Percent Valid Percent Percent
Valid Phd 2 9 9 9
Fost Graduate 41 17.4 17.4 18.3
Under Graduate 192 81.7 81.7 100.0
Total 235 100.0 100.0

13



CHAPTER 4:
RESULT

HYPOTHESIS 1

The data clearly shows that Emotional Intelligence is correlated to Job
performance. Hence our null hypothesis can be rejected as the alternate
hypothesis is accepted.

TABLE 4.1 CORRELATION STUDIES — PART I

Correlations

Mean Std. Deviation I
El 23.3595745 211020208 235
JP 351148936 4 61505242 235

14

El Pearson Correlation 1 418"
3ig. (Z2-tailed) Qoo
Sum of Squares and Cross-
products 1041.991 953,541
Covariance 4453 4.075
M 235 235
P Fearson Correlation 418" 1
3ig. (2-tailed) 000
Sum of Squares and Cross-
products 953,541 4983898
Covariance 4075 21.299
M 235 235
** Correlation is significant at the 0.01 level (2-tailed).



TABLE 4.2 CORRELATION STUDIES — PART

4 B1505242

21020205

Changs Statistics

Adjusted B | Std. Error of the
Tl del 2} F Square Saquare Eztimat: | Fi Squarc Change| F Change di diz ig. F Change

415 75 -tz 420060174 75 43.453 1 235 000

3. Predictors: (Constant], E|

Pladel Sum of Squarcs df Pean Square F Sig.
Regression TZ 600 1 &T2.600 43.453 _oo0Y
Residual 411235 253 11645
Toral 4353535 254

2. Dependent Yariable: JP
b. Predictars: [Censtant], EI

|
Standardized
Unstandardized Coufficients Cosfficients 95.0% Confidence Interval for B
IModel E td, Errer Eicta ¢ Sig. Lower Bound | Upper Bound
[Conztant] 15.738 3052 4501 00 128 13.751
El Bl 130 A3 1032 000 653 1171

a. Dependent Yariable: JP




HYPOTHESIS 2

In the latest page we proved that Emotional Intelligence and Job Performance
are correlated. But the current section goes a step further and also proves that
psychological wellbeing has a moderating effect on this relationship.

TABLE 4.3 MODERATION STUDIES PART I

P e e e e e e e e e e e

Model : 1
¥ : JB
X : EI
W : WB

Sample

Size: 233

OUTCOME VARIABLE:
JE

Model Summary

R R-ag MSE F dfl df2 r
.4401 .1937 17.3964 18.4968 3.0000 231.0000 .0000
Model

coeff se B P LLCI ULCI
constant 82.1108 32.9281 2.4934 .0133 17.2330 146.9886
.E‘.I =2.1313 1.4049 =15170 -1306 -4 .80845 .6368
WB -1.4435 .60967 -2.0718 .0304 —-2.8162 -.0708
Int 1 D642 .oa2e7 2.1665 .0313 .0058 1227

TABLE 4.4 MODERATION STUDIES

|
| Product terms key:
{ Int 1 : EI X WB

Test (=) of highest order unconditiopnal ipteracticn{s):

1
|
i R2Z-chng F dfl df2 P
{lx=w -01e4 4.6937 1.0000 231.0000 .0313
Focal predict: EI (X)
Mod var: WB (W)

Conditional effects of the focal predictor at values of the moderator(s):

WB Effect se t ] LLCT TLCI
43.6918 L6754 1666 4.0538 .0001 .3472 1.0037
47.5064 .59205 31311 7.0212 .0000 L6622 1.1788
51.3209 1.1855 .1794 6.4953 .0000 .B120 1.5191

Level of confidence for all confidence interwvals in output:
95.0000

W values in conditional tables are the mean and +/- SD from the mean.

16



CHAPTER-5

LIMITATIONS , FUTURE RESEARCH &
CONCLUSION

5.1 DISCUSSION

Our study successfully proves that Emotional Intelligence is positively
correlated to Job performance. So our Null hypothesis is rejected and alternate
hypothesis is accepted. This result is not new as multiple studies such as
meta-analysis by Miao, C et al (2016), Zhun Gong et al (2019), Priyam Dhani et
al (2017) showed that there is a correlation between Emotional intelligence and
job performance. This will give us a new take on how workplace should be

prepared especially after and during the COVID 19 pandemic.

Our one more alternate hypothesis was that Psychological wellbeing moderates
the relationship between Emotional intelligence and Job Performance. The
statistical data and the results show that our alternate hypothesis holds true and
null hypothesis is rejected. Devonish, D. (2016), Carmeli, A (2009), SAMUEL
O (2010) shows relation between Emotional intelligence and Job Performance.
But none of these studies show the moderation relationship psychological
wellbeing has. So in that view, our study is a novel one and gives us a new

insight on emotional intelligence.

Emotional intelligence is gaining prominence in recent years which is also
discussed in our literature review. But this insight has many more implications
on the way we see the workforce. The study also exemplifies the importance of
Emotional intelligence in workplace. This adds to the previous notion that there

should be certain Emotional intelligence trainings at workplace. And study

17



shows that they will positively affect Job Performance. So companies will

benefit a lot from the Emotional intelligence trainings.

This also can impact the recruitment process highly. Organizations can shift
their recruitment focus slightly on Emotional Intelligence so that sound
candidates get into the company. And performance management system can be

changed according to support and promote Emotional Intelligence employees.

5.2 LIMITATIONS AND FUTURE PROSPECTS

A study can be done to monitor how Intelligence Quotient affects the
relationship of Emotional Intelligence and Job Performance. This has an impact
because then we can rightly have a certain people on whom to focus for learning
and development (if the study shows Intelligence Quotient has any affect) and if
there is not affect, it will give us in depth insight on the effectiveness of EQ
over 1Q. Cross-cultural study need to be done which will show how Emotional
Intelligence will affect different aspects of work in different cultures. For
example, Western culture is deemed to be more self-centered whereas Eastern is
more people-centered, so there will be a lot of cultural differences in Emotional
Intelligence. In our current study we have considered all industries in whole and
have not particularly focused on one such sector. A study or series of studies
focusing on individual industries trying to flesh out the differences will have a
greater impact on how we see Emotional Intelligence for an organization as a
research subject. Example: a study can done to check if there is a necessity of
Emotional Intelligence in the governmental organizations which are running in
loss or how Emotional Intelligence requirements will change (if they do) from a
government to private organization. This study can also be explored further
considering the balance sheet of an organization or those team. A study purely
based on the financial performance done will give a new perspective into which
one of the Emotional Intelligence on organization as a whole and will also give

financial backing.

18



A more insightful study would a big five personalities conducted along with the
current study. It will specifically show the need and necessity for particular
types of personality developments required. For example, what makes good
performers more successful, is it the Emotional Intelligence or the Big five

personality traits such as conscientiousness, agreeableness etc.

5.3 CONCLUSION

The theory and the textbooks have already shown us the importance of
Emotional Intelligence in a workplace. The current study gives one more reason
to support this importance. Our study successfully showed that there is a
positive correlation between Emotional Intelligence and Job performance. Not
just that, our study also showed that emotional wellbeing moderates this
relationship. So one important aspect organizations can focus on is to the
emotional wellbeing of an employee with measures like employee support and
work culture and to improve employee’s Emotional Intelligence with various

training initiatives.
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