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Abstract

This study examined emotional intelligence and employee performance in telecommunication
industry in Imo State, Nigeria. This study was guided by two measures of emotional
intelligence like self-awareness and social-awareness, including two proxies of employee
performance such as adaptive performance and task performance. The researcher employed
survey design and random sampling method useful in collection of data. This study comprises
population size of 203 employees selected from the three carefully chosen telecommunication
companies in Imo State. Managers and senior staff were the employees available for the study.
A sample size of 135 employees was realized through the aid of Taro Yamane’s formula.
Questionnaire was used as the primary research instrument while information received from
company reports and Imo State government statistics served as the secondary source of the
study. The research instrument was validated by experts in the field. The reliability of the
instrument was determined using Cronbach alpha method. Spearman correlation coefficient
was used to test the hypotheses at 0.05 level of significance. The findings of the study
indicated that there was a positive significant relationship between self-awareness and
adaptive performance as well as social-awareness has significant association with task
performance. The researcher affirmed that emotional intelligence is positively connected to
employee performance in telecommunication industry in Imo State, Nigeria. The researcher
recommended that telecommunication industry should organize a workshop where workers
could acquire more skills in emotional intelligence, social awareness, and self -awareness
needed in enhancing employee performance.

Keywords: Emotional intelligence, social awareness, self -awareness, employee
performance.
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Introduction

Individuals are faced with numerous challenging situations that need appropriate decisions.
Before taking any decision people have to be conscious of the positive and negative impact
of the decisions that affect humans. When a defective decision is made, it creates
dissatisfaction and low output. Hence emotional intelligence is the emerging concept that has
gain wider managerial attention to deal with every difficult situation in either organization or
at the society level. Ordinarily, organizations encompass individuals with different feelings,
needs, culture, and beliefs. A person has to be emotionally intelligent for him to minimize
conflict and relate with others in a manner that could bring happiness and satisfaction to them.
Emotional intelligence entails the ability to identify or manage personal feelings and the
feelings of those persons we associate with through appropriate ways of dealing and
associating with four domains of emotional intelligence (EI) which include; self-awareness,
self-management, social awareness, and relationship management (Goleman, 1998). This
assertion is the same with Crystal (2013) who noted that emotional intelligence is the ability
to recognize, regulate, the personal emotions and the feelings of others to make use of the
information that could guide individual thinking and actions. Emotional intelligence refers to
people focus system that recognize personal feelings and the needs of others, use appropriate
techniques to manage the entire activities. The high emotional intelligence person conduct
himself skillfully, have knowledge, and positive attitude in his actions (Emily, 2006).
Managers with emotional intelligence appears to be successful when they treating people well,
communicating effectively, and exhibit good behaviour essential in transformation of
business. Application of emotional intelligence helps organizations to train their employees
in developing their interpersonal skills in order to perform effectively (Salovey, 2011).
Indeed, workers in telecommunication industry need to enhance their emotional intelligence
skills to enhance productivity and their job performance. Every successful business requires
rational data and emotional data.

Emotional intelligence develops innovational creativity in employees which lead to higher
performance in the organization. Kahtani (2013) pronounced that employee may handle their
emotions accurately and display certain behaviours in the organization that permit them to
gather good information, network other’s behavior, and make better decisions about their
activities, that result in improved job performance. Employee performance is a measure of the
self-confidence of employee, effective, and efficient completion of mutually agreed tasks by
the employee, as set out by the employer (Kulkarni & Kumar, 2013). Managers are to ensure
that member of staff activities and output contribute to organizational goals. Kim et al. (2009)
considered employees job performance as a degree of accomplishment of task that forms part
of an employee’s job. Employee performance signifies the ability of the employee to complete
his task according to the standard set by the organization. Although, employee performance
is related to productivity which translates to appearance on the job, morale at work, suitability
of output, quantity of output, quality of output, as well as efficiency of the work completed
(Danguah, 2014). Consequently, employee performance connotes the level to which the
workers apply knowledge, skills, and attitudes in order to achieve the desired results and
meeting specific objectives (Saddam & Muhammed, 2010). Furthermore, high performers are
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often rewarded by financially and other benefits, get promoted more easily within an

organization and generally have better career opportunities than low performers (McPheat,

2015). The ability of an organization to attain its objectives depend on the productivity levels

of the employee. Employe e performance is subject to the level of motivation each individual

gets from the organization. Job tasks that are pleasant or enjoyable are considered to motivate

employees and they perform better in such jobs (Danguah, 2014). However, if employees in

telecommunication industry are dissatisfied over working conditions, their behaviour could

be characterized by high rate of errors in their work, poor concentration and planning, and
absenteeism.

Research Hypotheses

Hozi: There is no significant relationship between self-awareness and adaptive performance
in telecommunication industry in Imo State, Nigeria.

Ho2: There is no significant relationship between social awareness and task performance in
telecommunication industry in Imo State, Nigeria.

Literature Review

Emotional Intelligence

Emotional intelligence denotes the ability of a person to know what is going on within his
environment passionately, be prepared to control it, and be able to influence the feelings of
others either positively or negatively (Jonas, 2013). Emotional intelligence entails the ability
to monitor individual’s and others’ feelings, normalize them, and to authenticate this
necessary information gathered to guide one’s thinking and actions (Mayer, 2012). Emotional
intelligence is an individual capacity to perceive the internal sentiments including others that
deal with individuals’ feelings inside themselves and their associations (Goleman, 2014). All
these discussions are similar in Salovey (2011) who insisted that emotional intelligence is the
skill, talent, or self-perceived to recognize, evaluate, and control of personal emotions, and
that of organizations. Indeed, emotional intelligence is the ability to take part in feelings either
personal or for other persons to understand desires, regulate reactions, and to promote
personal growth. Emotional intelligence connotes the ability to appraise, express feelings,
perceive accurately, and promote intellectual growth. Apparently, emotional intelligence is
vital in determining success and accountable for deciding achievement in life. This indicates
that emotional intelligence appears to play active roles in determining the communication
among people specifically workers in their work place. Emotional intelligence performs a
fundamental function in assisting the employees to handle their exciting change environment.
Uzawanne (2015) stated that emotional intelligence principles provide a solution to
understand, evaluate people’s behaviours, management styles, attitudes, interpersonal skills,
and potential. Emotional intelligence is indispensable in recruitment, customer relations,
human resource planning, job performance, interviewing, and selection, management
development, and customer service (Weinberger, 2012).

Emotional intelligence plays a significant part in assisting managers and employees to manage
change in the business environment. Hoffman (2013) emphasized that management has the
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responsibility of identifying and analyzing the perceptions of employee and how they
formulate their response to feedback, criticism, and recognition. Jonas (2013) maintained that
emotions control our actions and influences or redirect our behaviors for good or worse. It is
imperative to handle personal emotions and those of others carefully particularly when faced
with challenging situations. In addition, emotional intelligence relates to the ability of a
manager to recognize the feelings of others and do the needful by managing the relationship.
Employee achievements and job performance could be enhanced by improving on emotional
intelligence (Kahtani, 2013). Emotional intelligence (EI) affects our daily lives especially how
individuals behave, relate to others, make discrete, and group decisions to arrive at desired
results. Emotional intelligence contains several crucial skills that influence employee
communication, behaviour, while relating to several job-related outcomes, together with job
performance (Cheok & Eleanor, 2011). Managers with positive mindsets are more likely to
respond to challenging issues in a positive and informed manner than those who have negative
emotions. (Karimi, 2014). When organizations give more attentions to workers emotional
intelligence, there is the possibility of having increase sales, profitability, and improved job
performance (Kaura, 2011). Moreover, Danguah (2014) declared that there is a positive
relationship between emotional intelligence and customer satisfaction which in turn also has
a positive relationship with organizational performance. Emotional intelligence skills help
employees to survive the dynamic change in the business environment and improve workers
productivity. Kahtani (2013) affirmed that emotional intelligence allows employees to
improve a positive relationship at work, establish team work, and build social capital.
Emotional intelligence (EI) also contributes to high job performance, manage stress, adapt to
organizational change, and perform well under pressure. Goleman et al. (2002) recognized
two basic measures of emotional intelligence which are self-awareness and social awareness.

Self-Awareness

Baloch et al. (2014) stipulated that self-awareness refers to being in touch with personal
feelings and knowing their effects on our decision making, and to be in charge of them while
constantly analyzing or to maintain our confidence levels at a high standard. Victoroff and
Boyatzis (2012) declared that self-awareness is knowing individual internal state, preference,
resources, and intuition. Similarly, self-awareness entails to have a comprehensive knowledge
about individual feelings or behaviour and try to evaluate the effects of these feelings on
persons within the environment. Self-awareness recognizes the position of a person feelings
and how it affects his strengths and weaknesses. Boyatzis et al. (2002) noted that accurate
self-awareness was the hallmark of superior performance. Employees with accurate self-
awareness are aware of theory competences which include self-assessment, self-confidence,
and emotion handling. Self-awareness also comprises having a realistic assessment of
individual abilities. The audacity comes from human capabilities, certainty, through self-
awareness, values, and goals. Consequently, self-aware individuals have the ability to
accurately perceive his feelings and stay aware of them as they happen. This consists of
responding to specific situations and people. Self-awareness employees are aware of their
strengths and weakness, receive candid feedback from others, and willing to learn from past
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experiences. Direttee (2014) proclaimed that self-awareness is not only to have adequate

knowledge about people but include being in position to interpret this knowledge for the

purpose of learning more about the people. Emotional self-awareness is the distinctive

potential to identify, recognize, communicate, feel, use, remember, describe, learn from

manage, understand, and explain reaction (Mcpheat, 2015). To be emotionally self-aware,

manager ought to recognize employee’s feelings and their effects (Victoroff & Boyatzis,

2016). Emotional self-awareness is concerned with the identification and response to the
feelings that give rise to degree of autonomy (Ingram, 2013).

Social Awareness

Baloch et al. (2014) mentioned that social awareness signifies that an individual should have
the capability to know what is socially acceptable in the society and how he should act in that
manner accordingly. Victoroff and Boyatzis (2012) narrated that social awareness simply
means how individuals handle relationships and the feelings, needs, of other persons after
they have gained full knowledge of their predicaments. Ordinarily, social awareness or an
empathic person is the one who is socially conscious of the feelings, concerns of other people,
and willing to assist. From the look of things particularly in business environment, the
communication among the employees appears to be complex because it requires only workers
who could interact well that are empathetic in interactions to achieve better job performance.
Moreover, employees do not work in isolation, they work with co-workers to embrace team
work. Managers with social awareness are capable of managing relationships within the
organizations in an appropriate manner, by ensuring that they give attention to the feelings of
the subordinates or colleagues and make them feel happy to enhance performance (McPheat,
2015). Indeed, Laegaard and Bindslev (2006) emphasized that the absence of social awareness
knowledge makes employees to work with wrong directions, which eventually lead to
gratuitous mistakes. Lack of social awareness makes the worker to feel isolated, demoralized,
and increase their stress. The impact of social awareness depends on the length of time that
the employee utilized in the conversation with other employees, in order to have improved
understanding necessary in performing their job effectively (Victoroff & Boyatzis, 2012). An
effective job performance could change the negative situations within the work environment.
High performance is possible to exist among employees with very high social connections or
awareness as to be compared with employees who have low social connection. Thus, socially
aware employees seek for advice about issues concerning their jobs from knowledgeable
colleagues, they are also motivated and look forward to going to work every day and socialize
with colleagues so that they could boost their job performance contrary to the anti-social
colleagues (Treadway et al, 2013). Supervisors and managers may improve employee
performance by encouraging team work, collaboration, and cooperation with co-workers to
improve the working relationships amongst themselves and creating a working environment
where employees are free to exchange ideas on work related issues to achieve organizational
performance (Wang et al., 2015).
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Employee Performance

Wall (2010) declared that employee performance entails assessing an employee’s competency
and measuring his productivity for the overall plan of the organization. Employee
performance denotes the ability to meet the expected quality and achievement of tasks under
the policy and time requirements of the organization (Manmohan, 2015). Moreover, employee
performance is the act of doing something successful using knowledge as famous from merely
possessing it (Samad, 2012). Employee performance represents the financial and non-
financial result of the employee which is instrumental for organizational performance and
success (Anitta, 2014). Employee performance is the positive roles of an employee in
performing his tasks over a given period of time in order to achieve goals. Production is
important and cannot be done if the member of staff potential and his ability to perform are
not measured. Although, good relations with fellow workers, customers, and stake holders,
result in improved business returns, employee satisfaction, competitive advantage, and good
reputation of the organization (Agnes et al.,, 2013). Employees’ performance is directly
interrelated to organizational productivity and its success. Accordingly, healthier performance
of each employee creates enormous progress which includes profitability, teamwork among
employees, quality production, and commitment at work place (Saddam & Muhammad,
2010). When telecommunication industry provides motivation factors to employees and
recognize their values, the workers are likely to express loyalty, commitment, improve
performance, and be likeminded to the organizational visions. Goleman (2014) narrated that
management need to have high level of communication with subordinate to understand
employees demands and feelings. Delegating authority to subordinates require awareness and
perception from the workers so as to enable managers to evaluate their subordinate’s
personality, values, emotional competencies, and determine the factors that could motivate
people in order to achieve success. Employee’s performance is a degree of accomplishment
of task that could be measured using task performance and adaptive performance.

Adaptive Performance

Adaptive performance is described as a set of skills or behaviours that lead a person to
maintain good performance during unexpected changes (Passenheim, 2010). This assumption
is similar in Mahammad and Mahmand (2013) who demonstrated that adaptive performance
relates to the ability of a person to modify his behaviour to meet the demands of a new
situation or change environment. Adaptive performance connotes the willingness of an
employee to change and comply with environmental changes or directives. Workers with low
levels of adaptive performance may be moved into a function that requires less adaptive
performance. If organizations do not adapt to these changes that affect both humans and
environment, it may lead to negative effects for the organization (Goleman, 2014).
Correspondingly, it is imperative that adaptation to changes in the environment takes place at
all levels in the organization, starting with their employees (Saddam & Muhammed, 2010).
When there are changes in leadership, policies, and decision making, the employees are
obliged to adapt to such changes for effective operation. Basically, it is important for
organizations to know which factors that may influence the adaptive performance of their
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employees. Jong (2014) classified adaptive performance into two forms like reactive forms

of adaptive performance and proactive forms of adaptive performance. Reactive adaptive

performance consists of five components such as physical adaptability, handling emergencies,

cultural adaptability, crisis managing work stress, dealing with uncertainty, and unpredictable

work situations. Similarly, proactive adaptive performance comprises solving problem
creatively, training, and learning effort, and interpersonal adaptability.

Task Performance

Task performance discusses the effectiveness of employee behaviours that contribute to
organizational objectives (Austine, 2004). Task performance refers to result of two rudiments,
which consist of the abilities, and skills that an employee possesses, which he utilizes to
perform a better job (Chermiss, 2001). Similarly, Charbonnier (2010) insisted that task
performance is an action or productive behaviour relevant to organizational goals. Task
performance relates to the discharge of duties or responsibilities that contribute to the
production of a good, service, and administrative tasks. Employers of labour and the
management of telecommunication firms are expected to treat their employees as the most
important internal resources and please them with favourable salary or condition of service,
so that their commitment could be transformed to high productivity (Jaikumer, 2010).
Ordinarily, when employees are devoted to their duties, they become high performers that
contribute towards organizational productivity. In reality, performance that is founded on an
absolute value or relative judgment may reflect overall organizational performance (Higgs.
2004). Performance measure that is on the basis of the performance appraisal items offers
higher reliability in evaluating performance. Accordingly, high performance employees
pursue higher level of employee and organizational performance which involve quality,
productive, innovation rate, and time management (Goleman, 2014). Employee performance
could be measured through task related performance and behaviour that generates profit in
the organization.

Methodology

The researcher employed survey design essential in making business decision. The population
size for this study was 203 employees selected from the three carefully chosen
telecommunication companies in Imo State. These companies were registered and have
operated for not less than 12 years in Imo State. The two types of employees that participated
in this study were managers and senior staff nominated from the three various companies. The
information regarding the number of companies and employees was collected from Imo State
government statistics and human resources data. A sample size of 135 employees was realized
through the aid of Taro Yamane’s formula. Random sampling method was useful and it
created equal opportunities for the participants to have choice. Questionnaire was used as the
primary research instrument while information received from company reports and Imo State
government statistics served as the secondary source of the study. The questionnaire was
structured within the ambit of emotional intelligence and employee performance (Gill &
Johnson, 2010). The questionnaire was separated into three parts such as section A, B, and C.
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The section A, was for demographic’s representation of the participants like gender, age,

marital status, educational qualifications, and tenure in the organization. Section B epitomizes

the independent variable known as emotional intelligence while section C, represented

employee performance. The research instrument was validated by experts in the field. The

reliability of the instrument was determined using Cronbach alpha method and a correlation

coefficient of 0.971 was obtained as a measure of consistency and trustworthiness. Spearman

correlation coefficient was used to test the hypotheses at 0.05 level of significance. The

consent of the selected companies was obtained and the information transferred by the

participants were voluntarily and confidential. This study was guided by two measures of

emotional intelligence such as self-awareness and social awareness, as well as two predictors

of employee performance namely adaptive performance and task performance. The researcher

also used ordinal scale and 5-point Likert’s scale ranging from 1-5. Where 1 = strongly
disagree, 2 = disagree 3 = neutral 4 = agree and 5 = strongly agree.

Table 1 Population Distribution

Names of telecommunication companies Population
1. Globacom limited GLO 53

2. MTN Nigeria 80

3. Airtel Nigeria 70
Total 203

Source: Imo State Government Statistics, 2024.

Table 2 Cronbach Alpha Reliability Test

Variable Reliability Number of Items
Emotional Self.-awareness 0.973 5
intelligence Somal.awareness 0.966 5
Adaptive performance 0.944 5
Employee Task performance 0.924 5
performance

Results and Discussion

Test of Hypothesis One

Hoi: There is no significant relationship between self-awareness and adaptive performance
in telecommunication industry in Imo State, Nigeria.

HAuz: There is significant relationship between self-awareness and adaptive performance in
telecommunication industry in Imo State, Nigeria.
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Table 3 Spearman Correlation Coefficient between Self-Awareness and Adaptive
Performance

Correlations

Self-awareness  |Adaptive performance

Correlation 1.000 .904™
Coefficient

Self-awareness — io (2-tailed) . 000
N 135 135

Spearman'’s rho . -

Correlation 904 1.000

Adaptive Coefficient

performance Sig. (2-tailed) .000 :
N 135 135

**_Correlation is significant at the 0.01 level (2-tailed).

The results of Table 3 confirmed the significant positive relationship between self-awareness
and adaptive performance in telecommunication industry in Imo State, Nigeria. This suggests
that the relationship was statistically significant. The r- value was 0.904 and p — value 0.000
which specified that self-awareness has positive significant relationship with adaptive
performance. Where p — value = 0.000 < 0.005, the null hypothesis was rejected while
alternative hypothesis was accepted. The positive significance r- value of 0.904 disclosed that
90.4% rise in self-awareness of employees may contribute to more adaptive performance in
the organizations.

Test of Hypothesis Two

Ho2: There is no significant relationship between social awareness and task performance in
telecommunication industry in Imo State, Nigeria.

HAZ2: There is significant relationship between social awareness and task performance in
telecommunication industry in Imo State, Nigeria.

Table 4 Spearman Correlation Coefficient between Social-Awareness and Task
Performance

Correlations

Social Task performance
awareness
Correlation Coefficient  |1.000 .982"™
Social awareness Sig. (2-tailed) : .000
Spearman’s rho N . . 135 " 135
Correlation Coefficient  ].982 1.000
Task performance Sig. (2-tailed) .000 .
N 135 135

**_Correlation is significant at the 0.01 level (2-tailed).

52|Page



International Journal of Studies in Advanced Education

Volume 4, Issue 3, March - 2025

ISSN (E): 2949-8945

Scholarsdigest.org

The results in Table 4 showed that there was positive significant relationship between social

awareness and task performance in telecommunication industry in Imo State, Nigeria. This

indicated that r- value was 0.982 and p — value 0.000 which revealed that social awareness is

meaningfully connected to task performance of workers. Where p — value = 0.000 < 0.005,

the null hypothesis was rejected while alternative hypothesis was accepted. The positive

significance r- value of 0.982 showed that 98.2% increase in employee social awareness could
lead to a rise in task performance of the employees.

Discussion of Findings

The findings in hypothesis one shows that there is a positive significant relationship between
self-awareness and adaptive performance in telecommunication industry in Imo State,
Nigeria. This result reveals that employees with self-awareness are capable of increasing sales
and create more customers. This finding is in accord with Boyatzis et al. (2002), who narrated
that accurate self-awareness was the hallmark of superior performance. Correspondingly, the
result is also consistent with Mcpheat (2015), who stated that emotional self-awareness is the
distinctive potential to identify, recognize, communicate, feel, use, remember, describe, learn
from manage, understand, and explain reactions. The second hypothesis proved that there is
positive significant relationship between social awareness and task performance in
telecommunication industry in Imo State, Nigeria. This result shows that employees in the
organization practice social awareness to enhance productivity and job performance. The
finding is justified in McPheat (2015), who unveiled those managers with social awareness
are capable of managing relationships within the organizations in an appropriate manner, by
ensuring that they give attention to the feelings of the subordinates or colleagues and make
them feel happy to enhance performance.

Conclusion

The findings disclosed that self-awareness results in improved employee adaptive
performance. Workers who had strong self-awareness were truthful in whatever choices they
make while doing their work. The results in this study showed that there was positive
significant relationship between emotional intelligence and employee performance in
telecommunication industry in Imo State, Nigeria. The finding revealed that self-awareness
is significantly associated with adaptive performance of employees in the organization. Thus,
social awareness has positive significant relationship with the task performance of workers.
This implies that workers with high social awareness are likely to increase their task
performance in order to boost productivity. Telecommunication industry should encourage
their managers to develop self-awareness in understanding the feelings of subordinates, co-
workers, and company needs, so as to increase their adaptive performance for the growth of
the organization. Furthermore, the management of telecommunication companies should
organize a workshop where workers could acquire more skills in emotional intelligence, social
awareness, and self -awareness needed in enhancing employee performance.

53|Page



International Journal of Studies in Advanced Education
Volume 4, Issue 3, March - 2025

ISSN (E): 2949-8945

Scholarsdigest.org

References

1.

10.

11.

12.

13.

14.

15.
16.

17.
18.

19.

Agnes, K. Y. L., Christine, T. E., & Darryn, M. (2013). Adoption of customer relationship
management in the service sector and its impact on performance. Journal of Relationship
Marketing, 12(4), 301-330.

Anitta, B. G. (2014). Emotional intelligence at the heart of social work practice.
Leadership and Organization Development Journal.91(11), 164-170.

Austine, E. J. (2004). An investigation of the relationship between trait emotional task
performance. Personality and Individual Differences, 36, 1855 — 1864.

Baloch, B, Q., Saleem, M., Zaman, G. & Fida, A. (2014). The impact of emotional
intelligence on employee’s performance. Journal of Managerial Sciences, 8(2), 200-226.
Boyatzis, R. E., Stubbs, E. C., & Taylor, S. N. (2002). Learning cognitive and emotional
intelligence competencies through graduate management education. Academy of
Management Learning and Education.1, 150 — 162.

Charbonnier, J. B. (2010). Analysis of the impact of emotional intelligence on
organizational performance: A banking perspective. British Journal of Marketing
Studies, 2(3), 34-50.

Chermiss C. (2001). The emotionally intelligence workplace, the handbook of emotional
intelligence. Sossy-Bass.

Cheok, S. L., & Eleanor, R. E. O. (2011). Enhancing employee outcomes: The
interrelated influences of managers emotional intelligence and leadership style.
Leadership & Organization Development Journal, 33(2), 150.

Crystal, J. (2013). Emotional intelligence secrets. (1st ed.). Book Boon.

Danguah, E. (2014). Analysis of the impact of emotional intelligence on organizational
performance: A banking perspective. British Journal of Marketing Studies, 2(3), 34-50.
Direttee, D. (2014). Self-awareness, enhancement through leaning and function: A
theoretically based guideline for practice. British Journal of Occupational Therapy, 4(7),
30-38.

Emily, A. S. (2006). Emotional intelligence: Develop your EQ skills for a successful
career and life. Jaico Publishing House.

Freshman, B., & Rubino, L. (2002). Emotional intelligence: A core competency for
health care administrators. The Health Care Managers, 20(4), 1 -9.

Gill, J., & Johnson, P. (2010). Research methods for managers. (4th ed.). Sage
Publications Ltd.

Goleman, D. (1998). Working with emotional intelligence. Bantam Books.

Goleman, O., Boyatzis, R. E., & McKee, A. (2002). Primal leadership realizing the power
of emotional intelligence.

Goleman, D. (2014). Work with emotional intelligence. (4th ed.). Bantam Books.
Higgs. M. (2004). A study of the relationship between emotional intelligence and
performance in U.K call centres. Journal of Management Psychology 19(4), 442 454.
Hoffman, J. A. (2013). Enhancing self-efficacy for optimized patient outcomes through
the theory of symptom self-management. Cancer Nursing, 36(1), 16-26.

54|Page



International Journal of Studies in Advanced Education
Volume 4, Issue 3, March - 2025

ISSN (E): 2949-8945

Scholarsdigest.org

20.

21.

22.

23.

24,

25.

26.

27.

28.

29.

30.

31.

32.

33.

34.

35.

36.

37.

38.

Ingram, R. (2013). Locating emotional intelligence at the heart of social work practice.
British Journal of Social Work, 43, 987-1004.

Jaikumer, A. (2010). The impact of emotional intelligence on employees performance.
Journal of Managerial Sciences, 8(2), 200-226.

Jonas, C. (2013). Emotional intelligence secrets. (1st ed.). Book Boon.

Jong, D. (2014) Self-awareness enhancement through learning and function (SELF): A
theoretically based guideline for practice. British Journal of Occupational Therapy, 73(7),
309-318.

Kahtani, A. A. (2013). Employee emotional intelligence and employee performance in
the higher education institutions in Saudi Arabia: A proposed theoretical framework.
International Journal of Business and Social Science, 4(9), 88-92.

Karimi, N. M. J. (2014). Effects of emotional intelligence on employee performance in
the Hotel Industry in Kenya. The International Journal of Business & Management, 2(12),
6-14.

Kaura, P. (2011) Enormity of emotional intelligence in Indian banking sector, APJRBM,
2(1), 165-177.

Kim et al, (2009) Emotional competence and work performance: The mediating effect of
productivity and the moderating effect of job autonomy. Journal of Organizational
Behaviour, 30, 983-1000.

Kulkarni, M., & Kumar, D. (2013). Emotional intelligence and employee performance as
an indicator for promotion. International Journal of Business and Management, 6(4), 97-
128.

Laegaard, J., & Bindslev, M. (2006). Organizational theory. (1st ed.). Ventus Publishing
APS & BookBoon.

Mahammad, N. B. J., & Mahmand, K. A. (2013). The relationship between emotional
intelligence and job performance in fibrecomm network. Journal of Advanced Social
Research, 3(9), 239-254.

Manmohan, J. (2015). Managing people. (1st ed.). BookBoon.

Mayer, J. (2012). Emotional intelligence as zeitgeist, as personality and as a mental
ability. Basic books.

McPheat, S. (2015). Emotional intelligence: MDT training. (1st ed.). Book-Boon.
Passenheim, O. (2010). Change management. (1st ed.). Book-Boon.

Robbins, S. P., Judge, T. A., & Sanghai, S. (2007). Organizational behaviour. Published
by Dorling Kindersley.

Saddam, H. R., & Muhammed, I. M. (2010). Emotional intelligence and organizational
performance: A study of banking sector in Pakistan. International Journal of Business
and Management. 5(10),

Salovey, P. (2011). Emotional intelligence: Imagination, cognition and personality. (5"
ed.).

Samad, I. B. (2012). Emotional intelligence competencies in the team and team leader: A
multi-level examination of the impact of emotional intelligence on team performance.
Journal of Management Development, 27(1), 55-75.

55|Page



International Journal of Studies in Advanced Education
Volume 4, Issue 3, March - 2025

ISSN (E): 2949-8945

Scholarsdigest.org

39. Treadway, C., Breland, W., & Ferris, R. (2013). Social influence and interpersonal power
in organizations: Roses of performance and political skills in two studies. Journal of
Management. 6(2), 88-117.

40. Uzawanne, F. C. (2015) Emotional intelligence among bankers in Southwest Nigeria
EPRA. International Journal of Economics and Business Review 3(5), 1-16.

41. Victoroff, Z. K., & Boyatzis, E. R. (2012). What is the relationship between emotional
intelligence and dental student clinical performance? Journal of Dental Education, 77(4),
416-426.

42. Victoroff, Z. & Boyatsis, R. (2016). What is the relationship between emotional
intelligence and dental student education, 416.

43. Wall, K. (2010). Impact of emotional intelligence on performance of employees.
Postmodern Openings, 4, 63-74.

44. Wang, M., Burlacu, G., Truxillo, D., James, K., & Tayo, X. (2015). Age differences in
feedback reactions: The roles of employee feedback orientation on social awareness and
utility. Journal of Applied Psychology, 100(4), 1296-1308.

45. Weinberger, E. (2012). Analysis of the impact of emotional intelligence on organizational
performance. A banking perspective. British Journal of Marketing Studies. 10(9), 57-90.

56|Page



