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Abstract
In this ever-changing world full of emerging technologies and 
business ideas, the human touch is neglected, and the sense of 
emotion and feelings goes dull. As much as we have been giv-
ing attention to improve our intelligence quotient and developing 
methods to cultivate it, the other aspect of it which runs parallel, 
that is, the emotional quotient, is ignored. Nowadays, organiza-
tions are experiencing changes very often, and they are educating 
a positive environment at their work settings so that their employ-
ees can defy their turbulent minds off any negativity and balance 
their emotions. Emotional intelligence or EI refers to the ability to 
perceive, regulate and assess one’s own emotions. At workplaces, 
employees need to stay mentally strong. Being emotionally intel-
ligent helps them to increase their decision-making skills, creativ-
ity, and emotional resilience. In the history of research on human 
psychology, EI and its association with the workplace has been 
given less importance. The present research has attempted to de-
termine the relationship between EI and employees’ job perfor-
mance working in the IT industry. The study population consisted 
of employees working in the IT industry, ranging from large scale 
companies to small scale companies, and the sample size was 100. 
For data collection of EI data, a self-assessment EI questionnaire 
based on Goleman’s EI framework was applied, and for evaluating 
job performance, the Paterson work performance questionnaire 
was used, and their Cronbach alpha reliability was 0.97 and 0.98, 
respectively. The results showed that emotional intelligence had a 
more significant effect on employee job performance.
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1. Introduction
Emotion has played a prominent role in the cog-

nitive processes of human minds and has been a 
substantial part of human psychology. It influences 
activities such as learning, memory, perception, rea-
soning, and problem-solving. The socio-behavior-
al characteristics of humans directly affect the way 
they think and behave at different places in their 
daily lives. The studies from past research in human 
psychology have shown more importance to the 
intelligence quotient (IQ) instead of the emotional 
quotient (EQ) of an individual human being. On the 
other hand, current research in human psychology 
and organizational behavior has shown that human 
minds are more affected by the latter than the former. 
Emotional intelligence is defined as the ability to de-
tect, regulate, and assess one’s own and others’ emo-
tions and feelings to shape one’s thought processes 
and behaviors [1]. Emotional intelligence (EI) In due 
time, the subject was widely explored. After Salovey 
and Mayer published their study on emotional intel-
ligence in 1990, it was Goleman who researched the 
topic in more depth, which can then be used to direct 
one’s thoughts and behavior. Emotional intelligence 
is a significant determinant of an individual’s perfor-
mance. While businesses focus on an individual’s in-
tellectual quotient (IQ), they overlook the emotional 
quotient (EQ). 

In 1995, Daniel Goleman released his book on 
emotional intelligence, and the idea has subsequently 
acquired greater recognition and acceptance. Goleman 
described EI as the capacity to manage yourself and 
your relationships with others, lead and guide others, 
and get things done efficiently. In their seminal 1990 
publication, Salovey and the mayor explained that 
emotional intelligence is a subset of social intelligence, 
the ability to monitor, distinguish, and use one’s and 
others’ thoughts and feelings. Their strategy seems to 
divide emotional intelligence into four separate cate-
gories: perceiving emotions, utilizing emotions to rea-
son, understanding emotions, and controlling emo-
tions. [5]. 
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The first section that is included in the model pro-
posed by Salovey and Mayor is perceiving emotion 
shown in Figure 1. It involves knowing and under-
standing our own emotions as well as the feelings of 
others [6]. This is considered the most basic part of 
emotional intelligence. Individuals with high emotion-
al perception allow them to identify and understand 
and peers’ feelings. The second section of emotional 
intelligence is reasoning using emotions. This is the 
ability to use our cognitive activities such as thinking 
and problem solving [7]. This aspect of emotional in-
telligence is connected to social skills. Individuals with 
high emotional intelligence can understand the feel-
ings of others and can choose to change the mood and 
direction of the conversation if they communicate. In 
other cases, it becomes difficult to identify what the 
other person is feeling, which can create ruckus and 
unnecessary emotional unstableness. Understanding 
emotions, the third section of emotional intelligence, 
is the ability to comprehend emotion and relate the dis-
tinctions among emotions [8]. Individuals possessing 
high emotional intelligence are likely sensitive to the 
many complex social relationships in organizations. 
This ability aids an individual in expressing emotions 
more genuinely. The fourth and last section of emo-
tional intelligence is managing emotions. It is defined 
as the ability to manage one’s own emotions to achieve 
personal growth and development and interpersonal 
growth. Individuals with high emotional intelligence 
are less likely to lose control of their emotions [9]. 
They can control their emotions without any difficulty 
and can also influence the emotions of others. 

Perceiving emotions
Reasoning using easoning usin

emotions

Managing emotions Understanding emotions

Emotional Emotional
Intelligence

F igure 1. EI Model Proposed by Salovey And Mayor

With all the branches explained in the model pro-
posed by Salovey and Mayor, one can infer that there 
are ways by which the emotional quotient (EQ) of an 
individual can be influenced and improved, unlike 

the intelligence quotient (IQ). On the other hand, this 
improvement in the emotional quotient (EQ) can be 
utilized by organizations wherein strategies can be for-
mulated that can enhance the emotional quotient (EQ) 
of the current employees of the organization, thereby 
increasing their productivity and mental health [10]. 
An organization that keeps its employees mentally 
strong has a competitive advantage over other orga-
nizations that focus only on its employees’ intelligence 
quotient. This success can be attributed to each in-
dividual employee’s socio-behavioral characteristics 
and the alterations they make in these characteristics 
based upon their job role. Emotionally intelligent peo-
ple tend to possess the ability to perceive, understand 
and even effectively control their emotions [11]. 

Emotional intelligence enhances creativity among 
individuals, which further affects the individual’s job 
performance in a positive manner. Moreover, job per-
formance further enhances the process of communi-
cation with other employees or peers, which in turn 
can lead to better workplace performance. According 
to Mayer, job performance may be affected by emo-
tional intelligence. Thus, some employees outperform 
others because their emotional intelligence positively 
influences their work-life [12]. As a result, as stated 
previously, there is a high possibility of lead research-
ers in the domain of emotional intelligence. Since 
1990, research in the field of emotional intelligence 
has been sparse [13]. Few researchers have dedicated 
their attention to the topic of Emotional Intelligence 
yet. The research needs to understand the different 
types of emotional intelligence and how they affect in-
dividual employee job performance.

2. Research Background

2.1. Problem Identified
This research aims to discover if workers in the IT 

sector who have high emotional intelligence see bet-
ter results in their job. This study will consider the 
emotional intelligence quotient of the employees and 
gauge it concerning their workplace performance.

2.2. Objectives of the Study
The objectives of this study are as follows:

• To study the impact of emotional intelligence on 
employees working in the IT industry.

• To understand the importance of emotional intelli-
gence in the IT workplace. 
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• To suggest programs and activities that would en-
hance the emotional intelligence level of the 
employees in the IT industry.

2.3. The Hypothesis of the Study
The following hypothesis is explored based on the 

primary objective of the research: A correlation has been 
found between EI and the work performance of IT in-
dustry personnel. Figure 2 demonstrates how the four 
sub-hypotheses addressed in the study are based on the 
dimensions of EI, which Salovey and Mayer suggested:

• Hypothesis 1: There is an association between 
perceiving emotions and job performance.

• Hypothesis 2: There is an association between 
reasoning using emotions and job performance.

• Hypothesis 3: There is an association between 
understanding emotions and job performance.

• Hypothesis 4: There is an association between 
managing emotions and job performance.

Job performance

Perceiving 
emotions

Reasoning using 
emotions

Understanding 
emotions

Managing 
emotions

Figure 2. The Hypothesis of the Study.

2.4. Research Conceptual Model
The theoretical framework of the current research 

highlighted the significance of some of the variables in-
side the study’s issue in connection to each other. This 
approach helps sort out the important factors in the data. 
Figure 3 shows the theoretical framework of the research.

Emotional Intelligence

Perceiving emotions
Reasoning using 

emotions
Understanding 

emotions
Managing emotions

Adaptability
Conscientiousnes

s 
Trustworthiness

Job Performance

Figure 3. Research Conceptual Model.

2.5. Need for the Study
Organizations nowadays give more preference to 

those employees who are emotionally intelligent, who 
knows how to handle their emotions and manage 
them to increase their work productivity and deliver 
better results. To become more productive and better 
represent the company, employees need to become 
emotionally savvy. The research is aiming to provide 
research and practice implications with the help of this 
study’s findings.

2.6. Limitations of the Study
• The study does not cover the entire IT industry 
• The study is restricted to only 100 samples 
• Due to the length of the questionnaire, not all the 

employees would have selected their genuine op-
tion in the questionnaire.

3. Literature Review
The emotional intelligence connection to real lead-

ership. The researchers performed a meta-analysis. 
The study’s findings suggested that EI is linked to gen-
uine leadership substantially and beneficially. Another 
study finding was that it does not matter whether the 
study is on male- or female-dominated subjects since 
gender does not impact the findings.

The connection between emotional intelligence 
and corporate conduct the writers have connected 
emotional intelligence to individual behavior inside 
organizations. This was done using multiple regression 
analysis techniques by surveying a sample, including 
students working part-time and teachers working full-
time [14]. The paper extends the definition of emo-
tional intelligence by explaining the four branches 
associated with it, which are namely: perceiving, us-
ing, understanding, and managing emotion. Age, sex, 
hours worked per week, and grade point average was 
taken variables to conduct the test/analysis. After con-
ducting the survey and performing the analysis, the 
results showed that among the sample of students, a 
strong positive relation was found among the sample 
of working professors, no linkage was found. This is 
further deduced to the possibility that their profes-
sional education, experience, and organizational cul-
ture might have affected their emotions, and hence 
such responses were recorded from them.

Emotional intelligence is described in terms of 
self-awareness, self-regulation, self-motivation, empa-
thy, and social abilities, as outlined by Goleman (1998). 
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The research shows that those who are self-aware and 
are able to relate to others seem to have better commu-
nication. Contrary to popular belief, self-esteem was 
shown to have no significant impact on the interper-
sonal communication satisfaction of college students. 
This means there may be opportunities for future re-
search in this area. [15]. 

A widely held belief that employers seek only in-
dustry-related or technical talents. They seek emo-
tional intelligence and the capability to lead (EI). 
High EI means having a solid grasp of self and others, 
self-management, and the ability to manage relation-
ships. Emotional intelligence relies on your ability to 
recognize your triggers. Those in leadership positions 
must be aware of their own emotional triggers to avoid 
massive mental health problems and organizational 
chaos. 

How emotional intelligence affects the women 
employees are working in the IT sector. The findings 
of the study revealed that the five domains such as 
self-awareness, self-regulation, internal motivation, 
empathy, and social skills are the determinants having 
a great effect on any individual working in IT Sector, 
and it was concluded that there was a significant rela-
tionship between the five domains of Emotional Intel-
ligence .

The origin of emotional intelligence and highlights 
the importance of EI to build leadership qualities at 
the workplace and how it affects organizational be-
havior. Various work-based measures of emotional 
intelligence proposed by well-known authors, includ-
ing Goleman, namely Self-emotional appraisal, oth-
ers’ emotional appraisal (OEA), regulation of emo-
tion (ROE), and use of emotion (UOE), are explained 
comprehensively by the author. Furthermore, factors 
influencing emotional intelligence are also mentioned 
by her. These factors are illustrated in a model titled 
“Emotional intelligence and organizational effective-
ness model.” These factors explain how important the 
function of HR helps the employees boost their EQ, 
which in turn leads to the existence of leadership qual-
ities among them. The author also mentions a lack of 
methods that can help in the assessment and predict-
ability of EI leading to success.

The need to create good staff morale may be es-
tablished by emphasizing the importance of emotional 
intelligence. The findings showed that emotional in-
telligence is useful in the workplace since it increases 
staff morale and employee information diversity while 

also increasing workplace expectations. This research 
also indicates that methods of transformational man-
agement may contribute to emotional intelligence. 
The author also offers advice to companies on how to 
put these principles into reality.

A comparative analysis of public sector male and 
female bank workers. The authors of this study be-
lieve that the significance of emotional intelligence 
has been growing for the success of both individuals 
and in the business. About 20% of achievement in life 
is due to intellectual intelligence. The remaining 80% 
may be owed to emotional intelligence. This study’s 
results indicate that not only is emotional intelligence 
beneficial in hiring decisions, but it also influences 
predictions of future performance, negotiation, and 
peer relationships.

The impact of demographic factors such as age, 
education, job length, gender, and marital status on 
employee organizational performance and emotion-
al intelligence level. Women in the banking sector 
have higher emotional intelligence than their male 
colleagues, and an age-based positive connection has 
been discovered between the sexes. Moreover, highly 
educated employees were more likely to have a high 
EI level. Workplace performance is seen to be directly 
tied to employee satisfaction.

Find out how teacher job performance relates to 
emotional intelligence. The researchers chose a study 
sample of 192 primary and secondary school teachers. 
It was discovered that teachers’ emotional intelligence 
and its four components were linked to their job per-
formance.

4. Research Methodology
The research study is based on a descriptive design 

and employs a descriptive survey to gather its data, 
then used quantitatively. To examine the characteris-
tics of a particular population, surveys or question-
naires are used in descriptive research. The dependent 
variable in Salovey and Mayer’s emotional intelligence 
model was job performance, while the independent 
variables were the EI variables and their four branches.

The research group was composed of IT workers, 
including businesses of all sizes, from big corpora-
tions to small firms and organizations. Simple random 
sampling was employed to choose subjects for the ex-
periment. In this investigation, the sample unit was 
IT-industry workers, and it had a size of 100 people. 
The research used a Likert scale to evaluate EQ with 
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the use of questionnaires. To gather data on emotional 
intelligence, a self-assessment questionnaire was used. 

The questionnaire used in this research was divid-
ed into three main parts. Three demographic-related 
questions were included in the first part. A self-assess-
ment Emotional Intelligence questionnaire based on 
Daniel Goleman’s Emotional Intelligence Framework 
was used in the major part of the survey, and it was 
created and modified by the CREI. The last part com-
prised questions to evaluate Paterson’s work perfor-
mance, which was assessed using the questionnaire. 
The design of this survey consisted of variables includ-
ing flexibility, conscientiousness, and trustworthiness. 
The total number of variables under investigation was 
measured using 26 questions. Data analysis for the 
questionnaire was conducted using MS Excel’s Data 
Analysis Toolkit. Two different groups of evaluators 
— researchers and reader lecturers — participated in 
endorsing the questionnaire’s content validity. They 
evaluated the study’s books and articles and the rel-
evant information items and correction remarks. To 
confirm the accuracy of the questionnaire as indicated 
in Table 1. Cronbach’s alpha was applied to our data.

Tab le 1
Cronbach’s Alpha Test for The Reliability of the Questionnaire

Study variables Sample Cronbach’s 
alpha

EQ (Emotional quotient) 100 0.973
Job performance 100 0.983
Overall reliability of the questionnaire 100 0.978

5. Results and Discussion

5.1. Findings of Demographic Features
The sample population included all IT-sector 

workers from both big and small businesses and or-
ganizations in the current research. A total of 100 in-
dividuals were included in the sample unit (56 males 
and 44 females). This study found that 56 percent of 
the people surveyed were males, and 44 percent were 
women. Nearly half of the whole sample, 42 percent, 
had IT sector experience of fewer than two years, 
while 38 percent had job experience between two and 
four years. The first-level breakdown of job experience 
among the general population is 13 percent having 
over ten years experience, 7 percent with 4 to 10 years 
experience, and the other 80 percent lying between 4 

and 10 years. A further finding was that 37% of the 
sample population’s companies did not have initiatives 
to boost their workers’ emotional quotients. As indi-
cated in Table 2, these demographic data are available.

Table 2
Findings of demographic features

Characteristics Condition Number (%)
Gender Male 56 (56%)

Female 44 (44%)
Work experience Below two years 42 (42%)

2-4 years 38 (38%)
4-10 years 7 (7%)
Above ten years 13 (13%)

Working organization in-
corporating programs that 
could enhance EI

Yes 63 (63%)
No 37 (37%)

5.2. Findings of the Study of Hypothesis
The researchers set out to investigate the effect of 

employee emotional intelligence in the IT sector. To 
identify all the variables and their connection, the 
process of gathering and categorising questions was 
required. The research results were reviewed and eval-
uated for scientific purposes.

A descriptive statistics report and data sort were 
completed prior to starting the investigation. Addi-
tionally, the data were evaluated using appropriate 
statistical procedures. This study’s analyses were done 
using MS Excel’s Data Analysis Toolkit.

5.3. Analysis and Hypothesis Test
With normal distribution of data as basis for eval-

uation, Pearson correlations test was performed. The 
findings may be seen in Table 3.

Table 3
Pearson correlation test of EI and job performance

Independent 
variable

Dependent 
variable

Pearson cor-
relation

Significance 
level

Emotional 
Intelligence

Job perfor-
mance

0.63 0.001

The significance level was revealed in Table 3 to be 
equivalent to 0.001 and lower than 0.05. EI is directly 
and significantly linked to work performance.

The sub-hypotheses of the study were examined 
using research hypotheses identical to the main hy-
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pothesis. The outcome of these experiments, in-
cluding the components of the EI variable and their 
correlation coefficient, are shown in Table 4. Table 4 
shows a clear and direct connection between EI and 
work performance.

 Table 4
Pearson correlation test of components of EI and job perfor-
mance
Rank

Hypothesis

Independ-
ent vari-

able

Depend-
ent vari-

able

Pear-
son 

corre-
lation

1 Association between 
perceiving emotions 
and job performance.

Perceiving 
emotions

Job per-
formance

0.66

2 Association between 
reasoning using 
emotions and job 
performance.

Reason-
ing using 
emotions

Job per-
formance

0.65

3 Association between 
understanding emo-
tions and job perfor-
mance.

Under-
standing 
emotions

Job per-
formance

0.62

4 Association between 
managing emotions 
and job performance

Managing 
emotions

Job per-
formance

0.58

The results of the EQ of employees, based upon 
whether their respective companies are engaged in 
programs and activities which enhance their emotion-
al health, are displayed in Table 5

Table 5
Level of EI of employees based on company engagement in EI 
enhancement programs

Characteristic Condi-
tion

Level of EI of 
employees

Level of Job 
performance

Organization incorpo-
rating programs that 
could enhance EI

Yes 0.63 High
No 0.49 Low

As is shown in Table 5, the employees who have 
been a part of those IT organizations that incorporate 
programs and activities that boost the emotional quo-
tient of employees have a higher level of EI and depict 
a higher level of job performance. Thus, it can be said 
that there exists a positive association between EI and 
job performance.

6. Findings of the Study
Based on the results of Table 3, the correlation be-

tween components of the EI and work output was pos-
itively significant. Among EI components, self-aware-

ness had the highest association and regulating, or 
managing emotions had the lowest association with 
job performance, but all were significant. This can 
be observed in the results showed in Table 4. Based 
on past researches, performance and high results are 
for those with high EI. Recognition and control of 
the emotions deliver appropriate and effective perfor-
mance. As the findings show, people with high EI have 
good social skills in handling their relationships and 
are more likely to participate in assessing job success.

The self-awareness variable was the strongest indi-
cator of job performance, based on the results shown 
in Table 4. The main components for predicting job 
performance after self-awareness are reasoning using 
emotions and recognizing emotions, respectively. EI 
can be an appropriate indicator for job performance, 
based on the findings. The best factor for employees’ 
work performance is the self-awareness component. 
Understanding and knowing one’s own emotions, 
controlling them, and utilizing them for the benefit of 
ourselves and others are the characteristics of people 
with high EI. Perceiving feelings, therefore, had the 
greatest significance in EI. People with a high capacity 
to interpret their emotions have more interpersonal 
skills, and their working relationships are strong, and 
they are and are highly effective in the organization.

Based on the results of Table 5, it can be inferred 
that employees who have been a part of companies 
that incorporate programs and activities that enhance 
their workforce’s EQ tend to show a higher emotional 
intelligence, which further positively impacts their job 
performance. On the other hand, the level of EI of em-
ployees, who have not been a part of such programs, 
is low thereby showing a low level of job performance. 
Or, to put it another way, it is advantageous for a com-
pany if it holds educational courses, events, or training 
to familiarise the employees with EI.

7. Conclusion
According to the findings of this research, there 

was a clear and substantial relationship between Emo-
tional Intelligence and job performance in the IT 
sector. As a result, the two metrics have a somewhat 
favorable relationship. So, the more EI a worker has, 
the more productive he will be. As a result, self-aware 
(self-aware) workers can regulate their emotions 
(self-regulation), are self-motivated, and may perform 
better at work. As a result of developing these talents, 
IT companies will be able to increase staff productiv-
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ity and improve theirs. As a result, IT companies may 
benefit from assessing the emotional intelligence of 
their workers and implementing interventions aimed 
at improving emotional intelligence in the workplace. 
As a result of EI, you’ll perform better:

• Adaptability
• Conscientiousness
• Trustworthiness
• The balance between personal life and work
• Decisiveness

IT firms seek after workers with emotional intel-
ligence since these individuals are more likely than 
other employees to be successful at their jobs. Using 
organizational strategies, self-awareness, methods of 
personal management, and learning programs, it’s fea-
sible to create an emotionally intelligent organization. 
According to the study’s findings, emotional intelli-
gence is related to every aspect of job performance and 
is thus of paramount significance.

8. Recommendations
• IT industries should incorporate educational work-

shops, training, and learning programs to improve 
their EI since, based on the study’s findings, high 
EI individuals are more emotionally balanced, have 
a greater comprehension of every scenario, and can 
perform effectively in these circumstances. 

• Since EI is one of the key problems in improving 
the organization’s efficiency and effectiveness, it is 
recommended that EI be regarded as one of its job 
requirements for more talented individuals to join 
the organization. 

• Organizations should periodically assess their em-
ployees’ emotional intelligence (EI) to give them 
feedback and help them perform better. 

• EI is gained and can be increased through training; 
it is recommended that educational courses be kept 
among the employees for those components at a 
low level that provides better service and increases 
performance.
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