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Abstract 
Emotional intelligence is an essential factor responsible for 

determining success in life and shaping interaction between individuals 

and work. The present study aimed to determine the profound effect of 

emotional intelligence on job stress, job satisfaction and organizational 

commitment of bank employees. Participants were 330 bank employees 

from Multan who completed a questionnaire package including 

emotional intelligence scale (Schutte et al.,1998), generic job 

satisfaction scale(Macdonald & Maclntyre,1997), anxiety stress 

questionnaire (House & Rizzo,1972),and organizational commitment 

scale (Mowday, Steers, & Porter, 1979). The finding shows that 

Emotional intelligence significantly predicts job stress, job satisfaction 

and organizational commitment of employees and emotional 

intelligence has positive, negative and no correlation with 

organizational commitment, job stress and job satisfaction respectively. 

This research suggests that emotional intelligence must be a part of 

employees training to uphold employees’ ability to develop successful 

performance with their organization. 
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I. Introduction 
 Aristotle is maybe the first to be viewed as the essentialness of emotions in human 

interactions. Aristotle says, “It is easy to get angry, be angry at anyone, yet to be irate with 

the correct individual, to the right degree, at the perfect time, the right way is not simple to 

redress. Emotional intelligence is right now in spotlight around general society, 

professionals, and researchers. General society broadly accepts that emotional and social 

inclination is as essential, or considerably more critical, than universal part of judgment, 

aptitude and personality (Goleman, 1995; 1998). 

 

 Emotional intelligence had its roots in social insights. Social intelligence, as 

characterized by Thorndike in 1920, was the "capability to comprehend and oversee men 

and women, boys and girls to act smartly in human relations" (Thorndike, 1920). 
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 Bar-on (1998) defined emotional intelligence as  “the ability to: the capability to: be 

conscious to express oneself, to be cognizant of, distinguish, and  identify with others, to 

manage solid emotions and immediate one's motivations, to have the ability to alter in any 

change  and to take care of issues of an individual or a social nature. 

 

 Emotional intelligence comprises of five main components. Self awareness, 

motivation, managing emotions, empathy and social skills (O’Neil, 1996). It consists of 

four capacities. First the appraisal and expression of emotions that is the ability to be 

thoughtful evaluate and express feelings of others and also secure and express one's own 

particular feelings (Salovey and Mayer, 1990). 

 

 Second, use of Emotions and Emotional Management (own and others) that is the 

ability to utilize emotions to ease the proficient cognitive preparing of information. 

Management of emotions is the third element of EI, is the capacity of a person to manage 

emotions, relate or un-relate oneself from an emotion in a given circumstance depending on 

its use at that given time. it Help in processing various practical feasible arrangements, 

Facilitate cognitive performance and Enhance steadiness in regards to challenging tasks 

 (Salovey & Mayer, 1990) . 

 

 The fourth element of EI is about the regulation of emotions of individuals. 

Individuals comprehend the emotions of others as well as make an endeavor to handle these 

emotions. Emotionally splendid people can provoke a constructive effect in others that 

achieves a persuasive social effect (charisma), a fundamental some piece of leadership 

(Weisinger,1998). 

 

 In a book "Working with Emotional Intelligence" by Goleman EI was the focused in 

working condition. He holds that along with the managers and directors working people in 

organization environment should have emotional intelligence. In a study by Goleman 

(1998) it was expressed that EI is significant than IQ for achievement in employment 

whatsoever level & twice as critical as specialized abilities. 

 

Spector characterize job satisfaction regarding how individuals feel about their 

employments and diverse feature of their occupations (Spector, 2000). Locke (1976) 

characterized job satisfaction as "a pleasurable or positive emotional state coming about 

because of the examination of one's occupation or employment encounters". 

 

 There are numerous explanations of EI impact on job satisfaction. Interpersonally, 

cognizance of emotions and regulatory processes related with EI aid people social 

relationships and influencing the emotional encounter and work stress. Intrapersonally, 

for the individual to perform better at work the utilization of emotions and being attentive 

to one's own particular feelings can prompt regulating stress and negative emotion 

(Kafetsios & Zampetakis, 2008).  

 

 There is confirmation that emotional intelligence influences job satisfaction of 

representatives. Mindfulness of interpersonal feelings can help the regulation of contrary 

emotions and feelings and hence the individual will have an improved performance in 

their occupation; better performance will thus set the establishments for job satisfaction. 
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 Stress is characterized regarding its physical and physiological impacts on an 

individual, and might be a mental, physical or emotional strain. Occupational stress can 

happen when there is an inconsistency between the requests of the environment / 

workplace and a person's capability to complete and complete these requests" (Henry & 

Evans, 2008). 

 

 Nonetheless, a cognitive definition centers more on the recognitions of a single 

person. One sample is: 'Stress happens when the apparent weight exceeds your apparent 

capability to adapt' (Palmer et al, 2003). Since stress is by and large think about as an 

emotional response to a kind of natural stimuli, EI could be utilized so people can deal 

with stress and oversee solid emotions. Salovey and Mayer's (1990, 1997) capacity based 

model of EI holds that the level of emotional intelligence increases people's skills that 

build their capability to lessen stress circumstances and increment uplifting state of mind. 

Bar-One's model of emotional social intelligence sets that the EI will build people's skills 

which may help to diminishing outside requests and support human prosperity. It also 

reduces ecological strains and expansion authority effectiveness in organizations. 

 

 Organizational commitment is termed as an employees’ mental connection to the 

association. Organizational commitment has been  characterized as "a mental state that 

ties a worker to an association, consequently decreasing the occurrence of turnover and as 

a brain set that takes diverse structures and ties a  person to an approach that is of 

importance to a specific target" (Meyer & Herscovitch, 2001).   

 

 Organizational commitment predicts work variables, for example, turnover, 

organizational citizenship conduct, and employment execution. A portion of the 

elements, for example, role stress, strengthening, occupation frailty and employability, 

and circulation of leadership have been demonstrated to be associated with a employee's 

feeling of organizational commitment. (Buchanan, 1974). 

 

 A previous research by Gardner, 2005 demonstrated that employees having EI 

abilities deal with their negative feelings in the working environment and report fewer 

mental issues with elevated amounts of job satisfaction and organizational commitment. 

Also a study by Adeyemo (2008) on emotional intelligence and its link with 

organizational commitment and job satisfaction indicated that emotional intelligence 

significantly effects organizational commitment and job satisfaction. It predicts that EI as 

an intervener may increase the organizational commitment. 

 

 A study directed by Goswami and Talukdar (2013) indicated that emotional 

intelligence has noteworthy impact on occupational stress level around specialists at 

managerial level. Landab, Zafra, Martos and Luzon (2008) study uncovered a differential 

impact of the EI segments on stress and health. The effects showed that emotional repair 

is adversely associated with level of stress & consideration regarding emotional 

experience is decidedly related to level of stress. 

 

 Emotional intelligence, a vital element responsible for figuring out achievement in 

life and psychological wellbeing, appears to assume a significant part in forming the 

association between people and their work environment. In Pakistan there is a 

requirement to uncover the impact of emotional intelligence on bank employees' job 

satisfaction, job stress and organizational commitment. So this study investigates the 
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effect of emotional intelligence on job stress, job satisfaction and organizational 

commitment among bank employees. The study will be helpful for practitioners to use 

the concepts and develop new ways to enhance employee’s well-being. 

 

 To identify the effect of emotional intelligence on job stress, job satisfaction and 

organizational commitment among employees Emotional intelligence would predict job 

stress, job satisfaction & organizational commitment of employees. 

 

II. Method  
A. Sample 

 The sample consisted of 330 employees from banks (government and private) of 

Multan, Punjab province, Pakistan. Simple random sampling strategy (probability 

sampling) was used to draw the sample. For the present study participant’s age ranged 

between 25 years and 60 years. Those employees were included in the studies that were 

willing to participate in the study. 

 

B. Instruments 

 Four instruments used in this study. 

a) Emotional intelligence scale 

b) Anxiety stress questionnaire  

c) Generic job satisfaction scale 

d) Organizational commitment questionnaire  

 

C. Emotional Intelligence Scale 

 Scale of Emotional Intelligence developed by Schutte et al. (1998) was used in this 

study. It has 33 items and it is 5 point Likert type scale. It includes three subscales: the 

appraisal of emotion, regulation of emotion and utilization of emotion. There is reverse 

scoring of the items 5, 28, and 33 (5 = 1,2=4,3=3,4=2,1=5). To score the scale, compute a 

mean of the 33 items. sum Score range from 33 to 165. 

 

D. Anxiety Stress Questionnaire 

 The scale used to measure job stress was anxiety stress questionnaire developed by 

House, R.J., & Rizzo, J. R. (1972). It has 17 statements falling into 3 sub scales. First 7 

indicated job induce tension, next five indicated somatic tension and last five indicates 

general fatigue and uneasiness. Responses are measured as true or false for which scored 

2 and 1 respectively and averaged. Scores range from 17 to 34 

 

E. Organizational Commitment Questionnaire 

 The Organizational Commitment Questionnaire (OCQ) developed by Mowday, 

Steers, and Porter, 1979 was utilized to calculate organizational commitment. It consist of 

15 items and a 7 point ranking scale .reversed  scored items  indicated by “R” for items 

3,7,9,11,12,15.  

 

F. Generic Job Satisfaction Scale 

 Scott Macdonald Peter Maclntyre (1997) scale of job satisfaction was utilized to 

assess the employee’s job satisfaction level. It comprises of 10 statements and a 5 point 

likert type scale .Score ranges from 42 -50 shows much elevated job satisfaction, 39-41 

shows high, 32-38 show average, 27 -3l shows little and 10-26 shows very low job 

satisfaction).This scale is by and large truthful for employees between the age range of 25 



Asma Rashid, Ruqia Safdar Bajwa, Iram Batool 145 

to 60.it works fit for both males and female of all occupations. A high scorer aspect 

consolidates small sleeping issues, content in private life, don't feel shabby at the closure 

of the day, don't need directing and barely ever stressed. It reflects how delighted an 

individual is with his or her occupation.  

 

G. Procedure 

 Data was collected through the use of a survey questionnaire, administered to 

employees of Different banks in Multan. Questionnaire consisted of emotional 

intelligence scale, anxiety stress questionnaire, job satisfaction scale and organizational 

commitment scale in the booklet from along with consent form and demographic 

information. Participants were informed about the purpose of the research and were asked 

to fill the questionnaires according to the instructions given honestly and were remind 

that responses would remain confidential. Initially 350 employees were contacted for 

research purpose. Finally, 330 employees participated in research. The response rate was 

(350/330 *100) 94 %. SPSS (Statistical Package of Social Sciences) has been used for the 

analysis of data collected. 

 

III. Results 
 Results of regression analysis for Job stress as a criterion variable are presented in 

Table 3. Overall the model explained 14% variance in Job stress, F (4, 325) =13.78, p < 

.01. It was found that emotional intelligence significantly predicted Job stress. However, 

no subscale of emotional intelligence predicted Job stress.  

 
Table 1:  Summary of Linear Regression showing effect of Emotional intelligence 

for Job Stress among Employees (N=330). 
Variable B SE B β t p 

Constant 31.41 1.43  21.88 .000** 

Emotional intelligence -.08 .01 -.40 -5.22 .000** 

Appraisal of emotion .04 .03 .07 .08 .27 

Regulation of emotion -.02 .03 -.04 -.62 .53 

Utilization of emotion .00 .04 .00 .09 .92 
Note. R2= 0.14, adjusted R2=0.13, F (4, 325) =13.78, p < .01). **p < .01 

 

 Results of regression analysis for Job satisfaction as a criterion variable are 

presented in Table 2. Overall the model explained 14% variance in Job satisfaction, F (4, 

325) =13.97, p < .01. It was found that emotional intelligence significantly predicted Job 

satisfaction. However, no subscale of emotional intelligence predicted Job satisfaction.  

 

Table 2:  Summary of Linear Regression showing effect of Emotional intelligence 

for Job satisfaction among employees (N=330). 
Variable B SE B β t p 

Constant 23.57 2.32  10.12 .000** 

Emotional intelligence .12 .02 .35 4.60 .000** 

Appraisal of emotion -.01 . 06 -.01 -.27 . 78 

Regulation of emotion .01 .06 .01 .22 .82 

Utilization of emotion .06 .06 .05 .89 .37 
Note, R2= 0.14, adjusted R2=0.13, (F (4, 325) =13.97, p < .01), **p < .01 
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Table 3:  Summary of Linear Regression showing effect of Emotional intelligence 

for organizational commitment among employees (N=330). 
Variable B SE B β t p 

Constant 43.24 4.08  10.59 .000** 

Emotional intelligence .29 .04 .48 6.35 .000** 

Appraisal of emotion -.10 .10 -.06 -.96 .33 

Regulation of emotion -.09 .11 -.05 -.84 .39 

Utilization of emotion -.02 .11 -.01 -.19 .84 
Note. R2= 0.16, adjusted R2=0.15, (F (4, 325) =16.29, p < .01), **p < .01 

 

 Results of regression analysis for organizational commitment as a criterion 

variable are presented in Table 1. Overall the model explained 16% variance in 

organizational commitment, F (4, 325) =16.29, p < .001. It was found that emotional 

intelligence significantly predicted organizational commitment. However, no subscale of 

emotional intelligence predicted organizational commitment.  

 

IV. Discussion 
 The aim of the current study was to measure the emotional intelligence effect on 

job stress, job satisfaction and organizational commitment of employees. The hypothesis 

of the study was that emotional intelligence effects on job stress, job satisfaction and 

organizational commitment of employees. Our findings also showed considerable impact 

of emotional intelligence on job stress where as subscales of emotional intelligence has 

no significant impact on job stress among employees. The finding that emotional 

intelligence significantly impact job stress is in accordance to the previous research by 

Goswami and Talukdar (2013) who reported that emotional intelligence has considerable 

impact on occupational stress level among engineers at managerial level. Working with 

one’s emotions and managing flow of emotions in a stressful condition may lead to 

decrease in job stress among workers which is identical to the work done by  

Sherafatmandyari, Moharramzadeh and Amery (2012) that shows a correlation between 

job stress and emotional intelligence in office workers. 

 

 It denotes that employees with emotional intelligence are better able to handle 

psychological and physiological stress situations and in return leads to low occupational 

stress level which is identical to the study done by Rahim (2010) which demonstrated that 

EI competencies have the deep impact on stress of bank employees. 

 

 Results also demonstrates that emotional intelligence expect job satisfaction 

significantly and  no subscale of emotional intelligence has significant effect on job 

satisfaction among employees .These findings are  associated to the previous studies 

carried out by Ghoniem, Khouly, Mohsen and Ibrahim (2011) which depicted that 

emotional intelligence could provide work for job satisfaction among employees working 

in government organizations Along with, respondents with low emotional intelligence 

were less satisfied with their job than respondents with high EI. By dealing one’s own 

and other people emotions effectively at work employees will get the feeling of 

satisfaction towards their job which in turn leads to well being and commitment to the 

organization as reported by Brunetto, Teo, Shacklock & wharton (2012) that emotional 

intelligence leads to job satisfaction and well-being 
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 Results also confirm that emotional intelligence predicts organizational 

commitment significantly besides that no subscale of emotional intelligence has 

significant effect on organizational commitment among employees. The findings of table 

1 are analogous to the preceding study conducted by Guleryus, Aydine and Asan (2008) 

which holds that emotional intelligence effects organizational commitment and emotional 

intelligence as a catalyst may increase the organizational commitment as well. The 

findings shows that if employees working in different organizations have emotional 

intelligence then they will be more committed to their organizations as emotional 

intelligence involves appraisal, regulation and utilization of emotion appropriately hence 

at work place appraising, utilizing and regulating emotions appropriately creates the 

opportunity for the employees to work and deal with customers and clients effectively 

which in turn leads to more commitment to their organizations.  

 

V. Conclusion 
 The fundamental thought underlying the notion of Emotional intelligence is that 

efficacious actions entail more than pristinely rational thought. Emotion is segregating for 

bracing and arranging behavior. In like manner, to be happy and productive in life, one 

needs more than essentially cognitive competence. This research investigated if 

emotional intelligence has an impact on job stress, job satisfaction and organizational 

commitment of employees. Emotional intelligence has extensive effect on job stress, job 

satisfaction and organizational commitment of bank employees. Subsequently, the study 

finishes up that a speculation in the EI training system to build up the EI level of 

employees may present the most compensation and advantage not just to advance the 

individual job satisfaction, capacity to handle stress at work and execution, moreover 

build the organizational performance.  

 

A. Limitations 

 Sample size was petite so the findings cannot be generalized to the entire 

population. 

 Sample was taken from Multan which is not illustrative for the number of 

inhabitants in different urban communities or regions 

 Present study did not control some vital elements like evaluation and training level 

of workers and money related status of the organization. 

 Employees were not best representatives of their organizations 

 

B. Suggestions 

 Nationally wide illustrative sample ought to be utilized within request to 

generalize the findings. 

 The impact of EI ought to be investigated on distinct sort of occupational problems 

i.e. teamwork, leadership, conflict management, retention, and so forth.  

 It would be gainful to supplement the information obtained through psychological 

tests by interview so that the investigator can have more reliable data for analysis. 

 Other demographic variables might be incorporated to get more far reaching 

information. 

 Researches should be conducted in vast area of population. 

 

 

 



148      Pakistan Journal of Social Sciences Vol. 36, No. 1 

References  
Adeyemo, S.A. ( 2008). Emotional Intelligence and the Relationship between Job 

Satisfaction and Organizational Commitment of Employee in Public Paradtatls in 

Oyo State and Nigerial. Pakistan Journal of Social Sciences, 324-330.  

Bar-On, R.A. (1998). Negative effects of destructive criticism: impact on conflict, serf-

efficacy and task performances. Journal of Applied Psychology, 73, 199-207.  

Brunetto, Y, Teo, S.T.T., Shacklock, K., & Farr-Wharton, R. (2012). Emotional 

intelligence, job satisfaction, well-being and engagement: explaining 

organisational commitment and turnover intentions in policing. Journal of Human 

Resource Management , 22 (4), 428-441. 

Buchanan, B., II. (1974). Building organizational commitment: The socialization of 

managers in work organizations. Administrative Science Quarterly. 19, 533-546. 

Gardner, L. (2005). Emotional intelligence and occupational stress. Unpublished doctoral 

dissertation, Swinburne University of Technology, Melbourne, Australia 

Ghoniem, A., Khouly, S. E., Mohsen, G. H., & Ibrahim, M. (2011). Impact of emotional 

intelligence and gender on job satisfaction among Egyptian governmental sector 

employees. Current Research Journal of Social Sciences, 3(1), 22-27 

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

Goleman, D. (1995). Emotional intelligence. New York: Bantam Books.  

Goswami, K., & Talukdar, R.R.( 2013). Relation between Emotional Intelligence and Job 

stress among engineer’s at Managerial level at Public sector organization. Journal 

Of Humanities And Social Science, 7 (3), 44-47 

Guleryus, G., Aydine, G.E., & Asan, O. (2008). The Mediating Effect of Job and 

Satisfaction between Emotional Intelligence and Organizational Commitment of 

Nurses. International Journal of Nursing Studies, 45(11), 1625.  

House, R.J., & Rizzo, J. R. (1972). Role conflict and ambiguity as critical variables in a 

model of organizational behaviour. Organizational behaviour and human 

performance, 7 , 467-505. 

Henry, O., & Evans, A.J. (2008). Occupational Stress in Organizations. Journal of 

Management Research , 8 (3), 123–135.  

Kafetsios, K., & Zampetakis, L.A. (2008). Emotional intelligence and job satisfaction:           

Testing the mediatory role of positive and negative affect at work. Journal of 

Personality and Individual Differences, 44(3), 712-722. 

doi:10.1016/j.paid.2007.10.004  

Locke, E. A. (1976). The nature and causes of job satisfaction. In M. D. Dunnette (Ed.), 

Handbook of Industrial and Organizational Psychology, Chicago: Rand McNally, 

1297-1349. 

Macdonald, S. & MacIntyre, P. D. (1997). The generic job satisfaction scale:  Scale 

development and its correlates. Employee Assistance Quarterly, 13(2), 1-16. 



Asma Rashid, Ruqia Safdar Bajwa, Iram Batool 149 

Mayer, J.D., & Salovey, P. (1997). What is emotional intelligence? In P. Salovey & D.J. 

Sluyter (Eds.), Emotional Development and Emotional Intelligence: Educational 

Implications, (pp. 3-31). New York: Basic Books.  

Meyer, J. P., & Herscovitch, L. (2001). Commitment in the workplace: Toward a general 

model. Human Resource Management Review, 11(3), 299-326.  

Mowday, R., Steers, R., & Porter, L. (1979). The measurement of organizational 

commitment. Journal of Vocational Behavior, 14, 224-247. 

O’Neil, J. (1996). On emotional intelligence: a conversation with Daniel Goleman. 

Educational Leadership, 54 (1), 6-11.  

Palmer S, Cooper C, Thomas K. (2003).Creating a balance: managing stress. London; 

British Library. 

Rahim , S. H. (2010). Emotional Intelligence and Stress: An Analytical Study of Pakistan 

Banks. International Journal of Trade, Economics and Finance, 1(2). 

Salovey, P.  & Mayer, J. D. (1990). Emotional intelligence. Imagination, Cognition, and 

Personality, 9, 185-211. 

Schutte, N. S., Malouff, J. M., Hall, L. E., Haggerty, D. J., Cooper, J. T., Golden, C. J., & 

Dornheim, L. (1998). Development and validation of a measure of emotional 

intelligence. Personality and Individual Differences, 25, 167–177. 

Sherafatmandyari ,H., Moharramzadeh, M., & Amery, H.S. (2012). The relationship 

between emotional intelligence and job stress .International Research Journal of 

Applied and Basic Sciences, 3 (S), 2752-2756. 

Spector, P. E. (2000). Industrial & organizational psychology, (2nd ed.). New York, 

2000: John Wiley & Sons.  

Thorndike, E. L. (1920). Intelligence and its uses. Harper’s Magazine, 140, 227-235.  


