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Abstract

Faculty members in academic institutions have low satisfaction and organizational 
commitment. Emotional intelligence is highly associated with job performance and 
organizational commitment. This study has examined the association of emotional 
intelligence with organizational commitment and job performance. The study was restricted 
to university teachers in Quetta, Baluchistan. A questionnaire was adapted and administered 
on a sample of 358 faculty members. Consistent with the previous literature, the study 
found that emotional intelligence is a strong predictor of organizational commitment as 
compared to job performance. Therefore, academic institutions should organize seminars 
and workshops for enhancing emotional intelligence. Future studies may examine the 
moderating eff ect of emotional intelligence on the relationship between organizational 
commitment and job performance.
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Introduction

Organizational success depends on an effi  cient and eff ective workforce. It is necessary 
for organizations to nurture human capital through continuous training and development 
(McCleskey, 2014). Organizational development and competitive advantage are strongly 
dependent upon human resource capital (Siegling, Nielsen & Petrides, 2014).

Employee attitude and behavior in organizations signifi cantly depends on their emotional 
intelligence (Luthans, Avolio, Avey & Norman, 2007). Emotional intelligent individuals know 
how to manage emotions and complex relationships (Siegling  et al., 2014). Thus, emotional 
intelligence has an impact on the attitude, behavior and job outcomes of employees. In 
addition, the physical, psychological and professional achievements of employees also 
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depend on emotional intelligence (Luthans, Luthans & Avey, 2014). 

Individuals’ satisfaction depends on the level of commitment at the workplace. Individuals 
with a high level of emotional intelligence are able to balance work stress and personal 
life (Rego & Pina-e-Cunha, 2008). Job performance and organizational commitment of 
employees play a vital role in sustainable growth and development of fi rms. Thus, this study  
aims to measure the infl uence of emotional intelligence on organizational commitment 
and job performance.

Literature Review

Emotional Intelligence 
The relationship between managers and subordinates depend upon their level of 

emotional intelligence (Carmeli, 2003). Emotional intelligence helps in controlling emotions 
(Levitats & Vigoda‐Gadot, 2017) and includes self-awareness, self-management, motivation, 
empathy and interpersonal relationships (Mayer, Salovey & Caruso, 2000). Emotional 
intelligence involves making correct decisions in complex and diffi  cult conditions (Mayer 
et al., 2000). It also promotes positive feelings and emotions among group members. This 
leads to increased participation, cooperation and improved performance (Allen & Meyer, 
1990).

Studies have found  a positive and signifi cant association between emotional intelligence 
and organizational commitment (Mayer et al., 2000). On the contrary, other studies have 
reported that emotional intelligence has an insignifi cant  infl uence on organizational 
commitment (Shamsuddin & Ujang, 2008). In addition, past research indicates that job 
satisfaction mediates the relationship between emotional intelligence and job commitment 
(Poon, 2004). Emotional intelligence also has a positive impact on work environment and 
group morale (Farh, Seo & Tesluk, 2012; House & Aditya, 1997).

Emotional intelligence is also important for eff ective social communication. While 
comparing social and emotional intelligence, House and Aditya (1997) found that social 
intelligence is more eff ective than mental intelligence for solving complex and complicated 
problems at the workplace. Emotionally intelligent individuals not only control their temper 
but also care about others feelings (Shamsuddin & Ujang, 2008; Thorndike, 1920). 

There are four components of emotional intelligence which are depicted in Figure 1.
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Figure 1: Components of Emotional Intelligence

Figure 1 suggests that emotional intelligence has four dimensions, i.e. self-emotions, 
other emotions, regulation of emotions and use of emotions. Self-emotions refers to 
individuals’ capability and aptitude in dealing with their feelings and conveying them to 
others (Salovey & Mayer, 1990). Others emotions relates to understanding feelings and 
emotions of others and guiding them on how to react in stressful situations (Salovey & 
Mayer, 1990). Regulation of emotions relates to regulating, monitoring and managing 
self-emotions (Salovey & Mayer, 1990). Use of emotions relates to managing emotions in a 
productive and constructive manner (Salovey & Mayer, 1990).

Organizational Commitment
Organizational commitment has three dimensions which are eff ective commitment 

(Allen & Meyer, 1990), continuous commitment (Veličković et al., 2014) and normative 
commitment (Fu & Deshpande, 2014; Mason,1995).

Aff ective commitment refers to individuals’ positive feelings and attachment towards the 
organization(Allen & Meyer, 1990).  Continuous commitment refers to employees’ desire to 
stay with the organization. The desire to stay with the existing organization depends on the 
employees’ chances of fi nding a new job and the overall satisfaction level. Thus, employees 
carefully consider the risks and costs associated with changing their employer (Veličković 
et al., 2014). In addition, normative commitment relates to individuals’ feelings of obligation 
and loyalty with the organization (Fu & Deshpande, 2014).

Research indicates that companies tend to reward their highly committed employees 
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(Zopiatis, Constanti, & Theocharous, 2014). Organizations understand that the workforce 
is more important than materials and technology. Organizations also acknowledge that 
capabilities vary from individuals to individuals (Kim, Eisenberger & Baik, 2016; Ugboro, 
2016). Thus, effi  ciency and performance of employees depend upon their skills, intentions 
and desire to perform. 

Job Performance
Job performance includes all job related activities that help in achieving organizational 

objectives (LePine, Zhang, Crawford & Rich, 2016). Job performance is measured in 
terms of sales, production targets and job consistency. It is argued that job performance 
is a measurable construct (Judge & Zapata, 2015). Job performance includes job related 
activities that have fi nal outcomes (Ahearne, Jelinek, Mathieu, Rapp & Schillewaert, 2015). 
In addition, job performance also depends upon the productive and effi  cient utilization of 
resources (Bozionelos et al., 2016).

Conceptual Framework
Based on the above discussions a conceptual framework has been developed. The 

conceptual framework is presented in Figure 2. It is followed by a synthesis of the literature 
supporting each relationship.

Figure 2: Conceptual Framework
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Emotional Intelligence and Organizational Commitment
Emotionally intelligent individuals are highly optimistic and have traits which allow 

them to be resolute and focused (Abraham, 1999). Individuals at the workplace are 
exposed to diff erent types of stress, hardships and challenges which adversely aff ects their 
job performance and organizational commitment. Emotionally intelligent workers do not 
blame the organization for their dissatisfaction (Levitats & Vigoda‐Gadot, 2017). Moreover, 
an emotionally intelligent workforce helps an organization to innovate and address 
challenges (Abraham, 1999).

Past research suggests that there is a positive relationship between emotional 
intelligence, job satisfaction and organizational development (Abraham, 1999; Levitats 
& Vigoda‐Gadot, 2017). Therefore, organizations should provide training to enhance the 
emotional intelligence of employees (Meyer, Morin & Vandenberghe, 2015).

Abraham (1999) suggests that the organizational commitment of emotionally intelligent 
employees does not depend upon internal control mechanisms. It has been argued that 
emotionally intelligent individuals develop favorable working relationships that positively 
aff ects their organizational commitment. Emotional intelligence also has a direct eff ect on  
aff ective infl uence which is valuable for organizations (Devece, Palacios-Marqués & Alguacil, 
2016). Past studies suggest that emotionally intelligent individuals experience lower work 
stress and have greater commitment towards the organization (Fu, 2014; Ouyang, Sang, Li& 
Peng, 2015).

Emotional intelligence has a positive eff ect on organizational commitment and also 
improves individuals’ morale and well-being (Carmeli, 2003; Salami, 2008). Bennis (2001)
recommends that organizations should arrange trainings and workshops on interpersonal 
skills for increasing employee commitment and loyalty. Sound interpersonal skills also 
reduces employee turnover. Salami (2008) suggests that managers while hiring and training 
new employees should focus on emotional intelligence. Employees with good emotional 
intelligence scores tend to have positive emotions and higher commitment towards the 
organization (Carmeli, 2003). Thus, it has been hypothesized that:

H1: Emotional intelligence is positively associated with organizational commitment.

Emotional Intelligence and Job Performance 
Top performing employees take cognizance of their emotional intelligence (Cote & 

Miners, 2006). Emotionally intelligent employees learn consistently while motivating and 
inspiring others. Studies have found that employees current and future performance 
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depends on emotional intelligence (Farh et al., 2012; Boyatzis, Stubbs, & Taylor, 2002). 
Emotional intelligence encourages innovation and also helps in improving job performance  
Emotionally intelligent employees take initiative in organizational activities and participate 
in training and development (Boyatzis et al., 2002). 

Slaski & Cartwright (2002) and Watkin (2000) found that emotional intelligence is a strong 
predictor of job performance. Additionally, it has been concluded  that employees with a  
high emotional intelligence have the have the capability to control their emotions which 
leads to superior job performance (Brush, Moch & Pooyan, 1987; Sy, Tram & O’Hara, 2006;  
Goksoy, 2012; Mohamad & Jais, 2016).

H2: Emotional intelligence is positively associated with job performance.

Methodology

Participants and Procedures
The scope of the study was restricted to faculty members from teaching institutes of 

Quetta, Baluchistan. The sample size includes 358 respondents. Table 1 depicts a summary 
of the respondents profi le. 
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Table 1: Respondents’ Profi le

Variable  Number Percentage

 20 Years or less  7 2
Age 21 to 30 Years 236 66
 31 to 40 Years 101 28
 41 plus  14 04
Marital Status   Single 202 56
 Married  156 44
Gender  Male 144 40
 Female  214 60
 Graduation  20 6
Education Masters  247 69
 MS/MPhil 76 21
  PhD 15 4
  1 to 10  277 77
Work  Experience (Years) 11 to 20 77 22
 21 to 30 4 1

Scales and Measures
The adapted questionnaire has fi ve items related to demographics and all are based on 

the nominal scale. Three constructs with 26 items are based on the fi ve-point rating scale. 
One represents low and fi ve represents high. Table 2 provides a summary of constructs used 
in the study.

Table 2: Summary of Constructs

Constructs Source No. of Items 

Emotional Intelligence  (Wong & Law, 2002) 4
Org. Commitment (Mowday, Steers & Porter, 1979) 14
Job Performance  (Tsui, Pearce, Porter & Tripoli, 1997) 8
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Results

Descriptive Analysis 

The descriptive statistics of the variables is presented in Table 3. 

Table 3: Descriptive Statistics 

 SK  KT RB E1 OC JB

Emot. Intelligence  -.77 .45 .88 1  
Org. Commitment -.74 1.4 .81 .49 1 
Job Performance  -.66 1.0 .91 .53 .30 1

Note: SK=Skewness, KT=Kurtosis, RB=Reliability

Table 3 shows that all the values of Skewness and Kurtosis ranged between ± 3.5. 
Therefore, the adapted scales fulfi ll the requirements of univariate normality (Mardia, 1970). 
All the Cronbach alpha values are greater than 0.70 which suggests that the constructs 
satisfy the condition of internal consistency (Coakes & Steed, 2009). Additionally, the pair 
(job performance and emotional intelligence) has the highest correlation (r=.53), whereas 
the lowest correlation (r =.30) is between job performance and organizational commitment. 
The correlation values suggest that the adapted constructs are unique and distinct (Coakes 
& Steed, 2009).

Hypothesis 1
The hypothesis on the positive association between emotional intelligence and 

organizational commitment was tested through simple regression. The results are presented 
in Table 4. 

Table4: Regression Results 

Model 1 Β T Sig. 

Emotional Intelligence  .485 10.421 0.000 
Dependent variable: Organiza  onal Commitment, R2=.234, F =108.591, p<.05

The results show that emotional intelligence explains 23.4% of the variance in 
organizational commitment  (R2=.234, F=108.591, p<.05). In addition,  emotional intelligence 
has a positive and statistically signifi cant eff ect on organizational commitment (ß =.485, 
p<.05). 



64 Research

Market Forces
College of Management Sciences

Vol. XIII,  Issue. 1
June 2018

Hypothesis 2 

The hypothesis on the positive association between emotional intelligence and job 
performance was tested through simple regression. The results are presented in Table 5.

Table 5: Regression Results 

Model 1 Β T Sig. 

Emotional Intelligence  .302 5.968 0.000
Dependent variable: Job Performance, R2=.09, F=35.617, p<.05

The results show that emotional intelligence explains 9% of the variance in organizational 
commitment (R2=.09, F=35.617, p<.05). In addition, emotional intelligence has a positive 
and statistically signifi cant eff ect on organizational commitment (ß =.302, p<.05).  

Discussion & Conclusion

Discussion 
Both the hypotheses were accepted. The results suggest that emotional intelligence has 

a strong eff ect on job commitment as compared to job performance. The following section 
contains a discussion of the results.

Emotional Intelligence and Organizational Commitment 
The fi rst hypothesis on the positive association between emotional intelligence 

and organizational commitment was accepted. Past studies suggest that emotionally 
intelligent employees are highly satisfi ed with their jobs and positively contribute towards 
organizational development (Abraham, 1999; Levitats & Vigoda‐Gadot, 2017). Therefore, 
organizations should provide training to employees to enhance the level of emotional 
intelligence (Meyer, Morin & Vandenberghe, 2015).

Abraham (1999) suggests that the organizational commitment of emotionally intelligent 
employees do not depend upon internal control mechanisms. It has been argued that 
emotionally intelligent individuals develop favorable working relationships that positively 
aff ects their organizational commitment. Emotional intelligence also has a direct eff ect on 
aff ective infl uence which is valuable for organizations (Devece, Palacios-Marqués & Alguacil, 
2016). Prior studies have found a strong association between emotional intelligence and 
job commitment (Devece et al., 2016; Fu, 2014; Khan et al., 2014).  These studies suggest 
that emotionally intelligent individuals experience lower work stress and have greater 



commitment towards the organization (Fu, 2014; Devece, Palacios-Marqués & Alguacil, 
2016).

Emotional Intelligence and Job Performance 
The second hypothesis on the positive association between emotional intelligence and 

job performance was also accepted. The fi nding is consistent with the previous literature. 
Emotionally intelligent employees learn consistently while motivating and inspiring 
others. Studies have concluded that emotionally intelligent employees perform better 
than other employees (Farh et al., 2012). It can be based on intelligence and personal traits 
(Boyatzis, Stubbs, & Taylor, 2002; Boyatzis et al., 2002; Slaski & Cartwright, 2002). Emotionally 
intelligent employees take initiative in organizational activities and participate in training 
and development (Boyatzis et al., 2002). 

Past studies suggest that the relationship between of emotional intelligence and 
job performance is universal and it does not vary from one industry to another (Slaski & 
Cartwright, 2002;  Watkin, 2000). It is argued that emotionally intelligent individuals have 
the capability to control their emotions which leads to superior job performance  (Brush, 
Moch & Pooyan, 1987; Sy, Tram & O’Hara, 2006). Emotional intelligence not only enhances 
job performance but is a good predictor of diff erent aspects of job performance (Goksoy, 
2012; Mohammad & Jais, 2016).

Conclusion 
This study has examined the eff ect of emotional intelligence on organizational 

commitment and job performance. The results indicate that emotional intelligence is 
a strong predictor of organizational commitment as compared to job performance. 
Organizations while hiring new employees should measure the emotional intelligence level 
of prospective candidates. In addition, they should organize seminars and workshop on 
emotional intelligence for their employees. Future studies may examine the moderating 
eff ect of emotional intelligence on the relationship between organizational commitment 
and job performance. 
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