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I. Introduction 

In the present scenario, cut throat competition, stretched goals, cultural differences among the diverse workforce 

and imbalance work life have lead to increasing level of stress in employees, also increases the job dissatisfaction. 

This adversely affects the performance of the employees and paramount the organizational problem. Hence, the 

scientific researchers shown that emotionally intelligent person is more adaptive to the environment and more 

productive for the organization. Research also reveals that emotional quotient (EQ) contributes 80% in the success 

of the person as compare to the 20% contribution of the intelligence quotient (IQ) only. 

The recent years have witnessed the swift alteration towards the globalization and competitiveness among few 

organizations & management groups. So, competent officials should be employed by these organizations to 

tackle the shifts and competitiveness and contend with this situation. Human Resource Development (HRD) 

has a crucial role in the officers’ potentials to be developed and improved as its end is to concentrate on and 

develop the resources towards the equal triumph of persons and organizations brought by the individuals to the 

organizations and management groups. By Swanson and Holton III, 2001, mainly two core threads of HRD 

comprise (1) the learning of individuals and organizations, and (2) the performance of individuals and 

organizations. The vertical component should be positioned inside the human resource development viewpoint 

and this also can have an impact on the Emotional Intelligence. 

It is shown that a host of variables influence the job performance. Most of the researchers have explored the 

impacts of other variables such as conflict, leadership, commitment, culture and value, satisfaction, education, 

total Quality management, ability, competencies. As such, the purpose of this study is to examine the 

influence of    emotional intelligence, which is very important in current scenario of society. For acquiring the 

pride for the organization, managers’ performance, resource attraction, customer attraction, quality service & 

organization outcomes are considered as important factors in an organization. 

A good organization goes for the establishment of the individual’s capital, mainly in their officials. They 

find ways to augment the performance individually and organizationally. To reach this aim, they make use of a 

various courses. Also, there exist the conflicting issues in emotional intelligence and job performance. 

Therefore, working on this subject has the priority and as such, this study is about to fill this gap and to build a 

theory of job performance. Till now, the investigation shows that there is no link between emotional intelligence 

and job performance. But this paper will show the influence of emotional intelligence on job performance.  

 

II. Benefits of Higher Emotional Intelligence 

 People with higher emotional intelligence find it easier to form and maintain interpersonal relationships 

and to ‘fit in’ to group situations.   

 People with higher EI are also better at understanding their own psychological state, this can include 

managing stress effectively and being less likely to suffer from depression. 

At last, the findings are inconsistent regarding these variables (emotional intelligence and job performance) 

which shows another gap in the literature (e.g. Stubbs, 2005; Sy, Tram, & O’Hara, 2006). Besides this, the 

studies of other researchers such as Brooks ,2002, Bresnik, 2004, Shaffer & Shaffer, 2005,Bohrer,2007)  did  

not  show  any relation  between  emotional  intelligence  and  job  performance.  Till now,  a  few restrained 

studies have been conducted to make a comparison between emotional intelligence and Job performance. So, 
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there is a scarcity of study in this concern. Subsequently, it is crucial to have a viewpoint on various 

perceptions of emotional intelligence and job performance. 

 

III.  The Perception of Emotional Intelligence 

Emotional intelligence (EI) / Emotional Quotient (EQ) is the power to find, understand, use & manage emotions 

in positive ways to communicate effectively, empathize with other people, run over challenges, defuse conflict 

and relieve stress. It refers to the power to control, perceive & evaluate emotions. Researchers suggest that 

emotional intelligence can strengthened and learned, while others claim it is an inborn characteristic. Emotional 

intelligences is that sense of internal balance within us that enables us to keep our composure, communicate 

successfully , make good decisions and continue our effective leadership even when under stress.Peter Salovey 

and John D, the leading researchers on emotional intelligence have defined Emotional Intelligence(E.I) :the 

subset of social intelligence that involves the ability to monitor one's own and others' emotions and feelings, to 

differentiate amidst them and to use this information to guide one's thinking and actions (1990).Based on the (a) 

popular culture of that time pertaining to emotional intelligence (b) time in history the consultation takes place, 

and (c) researcher consulted;  the subject of emotional intelligence has been defined dubious.   To some people, 

emotional intelligence is defined as study which looks for human cognitive abilities beyond traditional 

academic intelligence, (Zeidner et al., 2004). Some Researchers have categorized their definition based on the 

either mixed model or ability model. Based on the Ma nd e l l  and Phewanti (2003)’s ability model, emotional 

intelligence is defined as a set of abilities that involves perceiving and reasoning abstractly with information 

that emerges from feelings and emotions. Probes of John D. Mayer and Peter Salovey (1997) have promoted 

this model describing that emotional intelligence is defined as the ability to, appraise, and express emotion, 

perceive accurately the ability to access or generate emotions and feelings when they facilitate thought; the 

ability to understand emotion and emotional knowledge; and the ability to regulate emotions to promote 

emotional and intellectual growth. 

In addition, Mayer, Salovey, and Caruso (2004) gave the definition of the emotional intelligence as “the 

capacity to reason about emotions to improve thinking. It includes the power to correctly perceive emotions, 

to access and  generate  emotions  so  as  to  understand  emotions, to  assist  thought and  emotional  

knowledge,  and  to reflectively balance emotions so as to promote emotional and intellectual 

growth”(Conversely, Bar-On and Goleman (1995) were the pioneers of the mixed-model and they introduced 

this approach according to their conducted studies.   Goleman (1995) gave another definition to the    

emotional intelligence “as the ability to recognize and regulate emotions both within the self and within others” 

and also as: array of non- cognitive  capabilities,  competencies,  and  skills  that  influence  one’s  ability  to  

succeed  in  coping  with environmental demands and pressure. In conclusion, the mixed-model is related to the 

ability as it deals with the social characteristics, features & behaviors.  

Emotional intelligence impacts many different aspects of our daily life, for example the way you interact and 

behave with your family, customers, seniors and co-workers. E.Q matters more than our Intellectual ability (IQ) 

to effectively deal with these stakeholders as it helps in achieving career goals, successes at work and building 

stronger relationships. This is the essential premise of EQ: to be successful requires the effective management, 

awareness & control of one's own emotions/feelings and those of other persons. Emotional quotient grasps two 

manners of intelligence:  

 Understanding your goals, your intentions, your responses, your behavior and all.  

 Understanding others, and their feelings.  

So now we probably know why people who are academically brilliant still are unsuccessful at work or socially 

inept or fail at building good relationships.  

 
Figure 1 
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Even management has now concluded that skills like verbal, and logical reasoning, Math’s, are not the enough 

to predict the ability of the company persons. While cognitive skills (IQ) can get you in the organization, but it 

is your emotional skills that assist you thrive in the job. 

A.  Emotional intelligence has four attributes: 

 Self-awareness – You recognize your own emotions and how they affect your behavior and thoughts 

know your weaknesses and strengths and have self-confidence. This will be the first step towards understanding 

your emotions and feelings. Your facial expressions, body language and other nonverbal signals give important 

queues to understanding feelings and emotions. Self-awareness is the foundation to emotional intelligence. 

 Self-management – You’re able to control impulsive behaviors and feelings, manage your emotions in 

normal ways, take some actions, fulfill your responsibilities, and prepare for changing conditions.Now,here one 

need to balance his/her emotions. For example, if in some circumstances you get annoyed than make a certain 

effort to curb your anger or if there are circumstances where you need to be more confident than push yourself 

to mark your point. A critical part in controlling your emotions is being able to recognize stress triggers and 

bring yourself back to calm and relaxed state. 

 Social awareness – You can figure out  the emotions, needs, and interests of other people, choose up 

on emotional clues, feel gratified socially, and notice the potential dynamics in  organizational groups. It is 

about understanding other’s emotions, accordingly accomodate and acknowledge. For instance, if your boss is 

annoyed, it might be because he is not happy with your performance; or it could be because he had an argument  

with his wife. In both the situations, your reaction would vary. Keeping  knowledge about your atmosphere or 

vicinity,  people’s opinion or reaction is critical in  providing an impartial  response to the different situations. 

 Social Skills / Relationship Management – You know how to develop and maintain good 

relationships,inspire and influence others, interact clearly ,perform well in a team, and handle conflicts. 

Effective relationship management can broadly be  defined as  your triumph at work. So one  needs to give 

importance to fabricate relationships, maintain previous relationships and handle conflicts in an effective 

manner. Be open and acceptable to other’s ideas, accept your faults, show empathy to others and respect change 

of opinions. A Successful relationship management is crucial in framing strong emotional intelligence. The term 

‘social skills’ wraps a wide variety of skills and capabilities, many of which are grounded in self-esteem and 

personal confidence.  By enhancing your social skills, being a good listener, being easy to talk to, being 

trustworthy and sharing  you  become more attractive and  charismatic to others.  This consecutively boosts your 

confidence and self-esteem which in turn, makes it easier for positive personal dialect and a greater 

understanding and acceptance of your own emotions. 

 
Figure 2 

 

IV. Theories and Models of Emotional    Intelligence 
As stated above, researchers in the s t u d y  of emotional intelligence did the classification of their defection 

based on two models i.e.either an ability model or mixed model. 

A.  Ability Model of Emotional Intelligence 
Ability models envisioned   emotional   intelligence   to t h e    traditional types of intelligence such as IQ 

similarly  (cognitive intelligence). Salovey and Mayer (1990) have established and developed the ability model 

by assuming the emotional intelligence which evolve with the time,   has related with   measures of IQ, and 

can be measured through a performance-based test (Rosete & Ciarrochi, 2005). Supporters of the ability model 
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explain the emotional intelligence as “the ability to perceive and express emotion adaptively & accurately, the 

ability to understand emotion and emotional knowledge, & power to use feeling to facilitate thought, & power 

to regulate emotions in oneself and in others” (Salovey & Pizarro, 2003,p.265). Mayer et al. (2004)  give this 

definition to the EI as one of the other “hot intelligences” including those that pertain to social, pragmatic and 

subjective intelligences. (p.197).These intelligences involve so many names as they are allowed to include 

cognitive processes encompassing urgency personally and emotionally (Mayer et al., 2000b). Cobb and 

Mayer (2000) choose the ability model of EI implying perception and the ability to make it rational in an 

abstract realm from awareness of one’s feelings.  Though, this fussy model does not have any claim regarding 

the special ability of EI and its value of prediction.Cobb and Mayer (2000) believe that the ability model 

targeted on the presence  of EI. “If emotional intelligence exists and qualifies as a traditional or standard 

intelligence (like general IQ), people who are labeled bleeding hearts or hopeless romantics might be engaged 

in sophisticated information processing" (p.15). Further, EI is visualized in a way that it is formulated in the 

school and organizational environments where emotions are mirrored  as relationships.  Cobb and Mayer 

(2000) refers to this model  and states that “Emotional Intelligence is predictive of life’s success or that it leads 

to good behavior” (p.15) but, organizational policies about Emotional Intelligence have more growth than the 

scientific basis in a sensible view. 

B.  Mixed Model of Emotional Intelligence 
Citing to the second approach of Emotional Intelligence the “mixed model”, it is defined as the view of 

emotional intelligence socio-economically (Mayer, Caruso & Salovey, 2000). This view focuses on the abilities 

in addition to a pattern of features, skins and vital personality components.  This class includes the articles 

accepted widely and a host of inputs in the study of EI.  Daniel Goleman (1995) and Bar-On (1999)’s 

study represents the mixed method approach, which developed and focused on the “non-cognitive 

intelligence”. Bar-On (1996) and Goleman (1999) disagree that the abilities of the EI  possess some skills in the 

affective realm, as well as skills in whatever cognitive elements have a role in each ability. They begin with 

emotional abilities and then fuse them with personality, affective dispositions and motivation , and, such as a 

need for assertiveness ,achievements, self-esteem, impulse control, happiness, and empathy and emotional 

awareness. 

These models possess good standardized, reliable and factorial accurate scales.  Their main scopeof emotional 

intelligence is likely to be self-report inventories (Mayer, Roberts, & Barsade, 2008). EI is blend of skills 

including emotional realization and characteristics such as   perseverance, commitent, and desirable behavior 

in the mixed model (e.g. Bar-On, 1996; Cooper & Sawaf, 1997; Goleman, 1995; Ryback, 1998; Schutte, 1998). 

Intelligence quotient and cognition are not stressed in the mixed model (Cobb & Mayer, 2000), but Goleman 

(1998) claimed that EI has much more power than IQ twice(Goleman, 1998, p. 94) and it can be treated as a 

sign future success and achievements in life (Goleman 1995, 1998). 

 

V. The Importance of Job Performance 
Based on the capability of the bank branch’s manager that must handle his branch properly and also his 

employees as a team, the banking industry, especially each bank branch should be effective. All the branches of 

Bank must have the ability to do their responsibilities in an effective way because performance is a key 

characteristic to the success of organizational groups and must therefore be measured. 

Performance measurement has various implications and they are dissimilar based on the organization’s 

objectives such as enhancing the productivity, guided-action based promotion, the payment for performance, 

employees’ assistance to promote their capability for higher level of responsibility and performance.  

For examining the whole productivity of the organizational groups, calculating the performance of a bank 

branch’s manager is of utmost importance to the persons and organizations. Improving each manager’s 

performance and developing the individual and team’s potential are measured by assessing their performance. 

As a result, understanding the present position of individual and team job performances is necessary. The 

studies in the domain of performance have attracted researchers and business practioner attention for many 

years. A majority of these studies have been done to have an understanding of the effect of different 

independent factors on the performance individuals and organizational groups. Amidst these independent 

variables, one can name some such as motivation, conflict, emotional intelligence, c o m m u n i c a t i o n  

competencies, leadership and values (example Vroom, 1964; Luthans, Hennessey, & Rosenkrantz, 1985; 

Gibbons and Robertson, 1999).Succeeding the earlier studies, this article aims to extend a model to have 

an justification of the   relationship between  variables:  E.I(emotional intelligence) & job performance 

amidst the bank officials. 

There have been attempts to reveal the feasible relationship between the variable of performance and many 

other factors related with it. The study carried out on the elements of performance different from individual, 

organizational, or situational-specific performance. These studies showed that the extent of the relationship 

between the variables were primarily distinct from each other. Or in other words, by correlating the 
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strength of the relationship of each variable with job performance, some elements are correlated more strongly 

with the variable of performance in contrast to other variables. 

 
Fig 3 

 

VI. Emotional  Intelligence(EI) and job performance 
Emotional intelligence develops innovational creativity in individuals & as a result, it helps in the improvement 

in people’s job performance (Hasanzadeh, 2009,Ganji, 2011). On the other hand, which is of utmost importance 

in the process of job performance is simplifying the communication within organization which is another 

function of emotional intelligence (Ganji, 2011).  E.I has the power to better explain the people’s organization 

or office performance. Its purpose is to change management effectiveness, attempts, training and the 

performance of organization within the organization (such as school, company, bank). 

It’s of utmost importance to do the probe on EI, its impacts and the complete influence in the enhancement of 

the performance to better figure out the realm of Human Resource Development (HRD) & the part it plays in 

the promotion of the strategic ability of organizational groups. About work choice, the E.I helps people to select 

their job appropriately in a correct manner & assist them to flourish in the organization by amplifying the 

degree of their job performance respectively. As per Mayer et al. (2000a), result which relate to the work such 

as job performance may be affected by emotional intelligence. Goleman (1995, 

1998) believes that the prediction of emotional intelligence for individuals is successful work & life. Because of 

the influence of E.I on each form of one’s’ work life, employees possessing high-level emotional 

Intelligence are considered as “star performers”. As a result, there exist a clear correlation between emotional 

intelligence and job performance. 

A majority of studies done in the past supports for the relationship between these two variables, E.I & job 

performance (Law, Wong & Song, 2004;;Duleciwz & Higgs, 2003; Day & Carroll, Cavallo & Brienza, 2002). 

 

VII. Conclusion 
Obtaining the most attainable performance is considered as the most important objective of all the 

organizational groups. As such, organizational groups  are  required  to  concentrate  on  the  emotional  

intelligence  as  a  challenging  variable  for  the sustainment of the high performance and the development of 

the competitive privilege. According to the previous studies, emotional intelligence has a key role in the 

increase of performance.  Distinct probes suggest that high-level possessed E.I human beings have also 

excellent job performance. Human beings that promote emotional intelligence are successful in their career as 

there is a relationship between success and emotional intelligence and they are influenced by each other. 

Achieving emotional intelligence skills for managers are very vital in the augmentation of efficiency and job 

performance and it is especially of utmost importance for bank managers. As there is a relationship between the 

natures of the bank manager’s job and personnel’s knowledge level, attitude, motivations, and have an 

understanding of client perception, E.I is co-related with job efficiency. Steering the organizations’ need to have 

an understanding of the importance of emotional intelligence in the increase of job performance, this study can 

have a contribution to the Human Resource Development body of knowledge. HRD practitioners might better 

implement the counseling, mainly within a different manpower by means of the application of the recommended 

model. By adopting E.I, they can improve manager‘s and employees’ job performance and effectiveness and 

efficiency of the organizations. 
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