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Abstract

This study examines the role of emotional intelligence (EI) in enhancing
employee productivity and workplace performance. Using a descriptive research design,
primary data were collected through a structured questionnaire from 100 respondents in
Bhiwandi, supported by secondary sources from journals and books. The findings reveal
that employees with higher emotional intelligence demonstrate better emotional control,
stress management, interpersonal relationships, teamwork, and task efficiency. A
majority of respondents reported remaining calm under pressure, maintaining positive
workplace relationships, and effectively meeting work targets, which directly contributes
to higher productivity levels. Both quantitative and qualitative analysis confirms a
significant positive relationship between emotional intelligence and employee
productivity, leading to the acceptance of the alternative hypothesis. The study concludes
that emotional intelligence is a crucial determinant of employee performance and
organizational effectiveness and should be integrated into training and human resource
development practices.
Keywords: Emotional Intelligence, Employee Productivity, Workplace Performance,
Emotional Competence, Organizational Behavior, Job Performance, Employee
Effectiveness, Interpersonal Skills.
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Introduction

Emotional intelligence (EI), often called emotional quotient (EQ), refers to a
person’s ability to understand, recognize, and manage their own emotions as well as the
emotions of others. It includes emotional awareness, regulation, empathy, and emotional
literacy, which help individuals respond effectively to different situations and social
environments. Emotional intelligence is closely linked to personality and emotional
expression and supports adaptation, relationship building, and social functioning.
Researchers commonly classify EI into two forms: Ability EI and Trait EI. Ability EI is
measured through performance-based tests and is more closely related to traditional
intelligence, while Trait EI is assessed through self-report questionnaires and shows
stronger connections with personality traits.

Although many studies suggest that higher emotional intelligence is associated
with Dbetter workplace performance, leadership -effectiveness, and interpersonal
relationships, psychologists have not reached complete agreement on its direct causal
role. Recent research has focused on emotion recognition, particularly understanding
emotions through visual and auditory nonverbal cues, as well as on neurological studies
that explore the brain mechanisms behind EI. Emotional intelligence connects the
concepts of intelligence and emotions by emphasizing the ability to reason about
emotions and use emotional information to guide thinking and behavior. Individuals with
high EI tend to show greater empathy, communicate more effectively, build healthier
relationships, and experience higher levels of personal satisfaction and professional
success, making emotional intelligence an important concept in both personal and
organizational contexts.
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1. Problem Statement

In today’s fast-paced and competitive work
environment, organizations aim to improve employee
productivity for sustainable growth. Although
technical skills and cognitive intelligence are often
emphasized, many workplaces still face issues such as
low motivation, stress, poor teamwork, and ineffective
communication, which reduce employee performance.
Emotional intelligence plays an important role in
managing emotions, handling stress, and maintaining
healthy workplace relationships. However, its impact
on employee productivity is often overlooked or not
clearly understood. Hence, this study aims to examine
the role of emotional intelligence in influencing
employee productivity and workplace performance.

Objectives of the Study

e To wunderstand the concept of emotional
intelligence and its key components.

e To examine the relationship between emotional
intelligence and employee productivity.

e  To analyze how emotional intelligence influences
employee behavior, motivation, and performance
at the workplace.

e To identify the role of emotional intelligence in
improving interpersonal relationships and
teamwork among employees.

e To assess the importance of emotional
intelligence in enhancing overall organizational
effectiveness.

Scope and Significance of the Study

e The study focuses on understanding the
importance of emotional intelligence in
improving  employee  productivity  across
organizational settings.

e It highlights how emotional intelligence
contributes to better communication, stress
management, and interpersonal relationships at
the workplace.

e The findings of the study may help organizations
design training and development programs aimed
at enhancing emotional intelligence among
employees.

e The study contributes to existing literature by
providing insights into the relevance of emotional
intelligence as a key factor in employee
performance and organizational success.

Limitations of the Study

e The study is limited to a specific group of
employees, which may restrict the generalization
of the findings.

e  Emotional intelligence is measured based on self-
reported responses, which may be influenced by
personal bias.

e Time constraints may limit the depth of analysis
and data collection.

e  The study does not consider external factors such
as organizational culture, leadership style, or
economic conditions that may also affect
employee productivity.
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Literature Review

1. Emotional intelligence refers to the ability to
perceive, understand, manage, and regulate emotions
(Salovey & Mayer, 1990).

2. Emotional intelligence contributes positively to
workplace performance and interpersonal
effectiveness (Goleman, 1998).

3. Employees with higher emotional intelligence show
better stress management and organizational
commitment (Shafiq & Rana, 2016).

4. Self-awareness and emotional regulation are strong
predictors of employee performance (Boyatzis, 2002).
5. Effective self-management enhances productivity
and workplace efficiency (Rahim & Psenicka, 1996).
6. Positive interpersonal relationships improve
employee motivation and productivity (Meyer &
Allen, 1991).

7. Emotional intelligence has a significant relationship
with job performance and teamwork (Barrick &
Mount, 1991).

8. High emotional intelligence supports calm conflict
resolution and decision-making (Moradi & Ardahaey,
2011).

9. The role of emotional intelligence in leadership
effectiveness and team performance. Emotionally
intelligent leaders demonstrate higher levels of
empathy, social awareness, and conflict management,
which positively influence employee engagement,
collaboration, and innovation (Ashkanasy & Daus,
2005). Employees under emotionally competent
leaders report greater job satisfaction, motivation, and
organizational trust, indicating that EI is crucial not
only at the individual level but also for shaping
organizational culture.

10. Studies also suggest that EI is a significant
predictor of workplace adaptability and resilience,
particularly  in  dynamic  or  high-pressure
environments. Wong and Law (2002) found that
employees with high EI are better able to cope with
stress, manage interpersonal conflicts, and sustain
consistent performance during organizational change.
This aligns with findings that EI supports proactive
problem-solving, decision-making, and creativity by
enabling individuals to balance emotional responses
with rational thinking (Carmeli, 2003).

11. In the educational sector, teachers’ emotional
intelligence has been linked to improved student
outcomes, classroom management, and professional
commitment. Research indicates that educators with
higher EI exhibit greater empathy, patience, and
communication skills, which contribute to stronger
teacher-student relationships and better learning
environments (MacCann et al., 2020).

12. Additionally, cross-cultural studies highlight that
the impact of emotional intelligence on job
performance, leadership effectiveness, and
organizational commitment is consistent across
diverse cultural contexts, although the expression of
EI behaviors may vary. For example, EI facilitates
teamwork and enhances cross-cultural collaboration in
multinational organizations, reinforcing its global
relevance (Harms & Credé, 2010).
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13. Furthermore, recent technological workplace
research emphasizes EI as a driver of digital
collaboration efficiency. Employees with higher EI
manage virtual team dynamics more -effectively,
maintain  positive communication, and resolve
conflicts in remote or hybrid environments,
contributing to sustained productivity and innovation
(Miao et al., 2018).

In summary, the extended literature reveals
that emotional intelligence goes beyond personal
emotion management. It plays a critical role in
leadership, team performance, adaptability, resilience,
educational effectiveness, cross-cultural collaboration,
and modern digital workplaces. This positions EI as
an indispensable skill for organizational success in the
21st century.

Research Methodology

Research  methodology isa way to
systematically solve the research problem. It may be
understood as a science of studying how research is
done scientifically. In it we study the various steps
that are generally adopted by a researcher in studying
his research problem along with the logic behind
them.

Data Analysis and Interpretation

1 Research Design

The study follows a descriptive research design, using
primary and secondary data sources.

2 Data Collection Method

Primary Data: A structured questionnaire was
administered to 100 respondents in Bhiwandi.
Secondary Data: Information was collected from
journals, industry reports, books, and websites.

3 Sample Size and Sampling Technique

Sample Size: 100 respondents

Sample Area: Bhiwandi

Sampling Technique: Random sampling method

4 Data Analysis Techniques

Data was analyzed using statistical tools and graphical
representation, including pie charts and percentage
analysis.

5 HYPOTHESES

< ALTERNATIVE HYPOTHESIS (H1)

Employees’ emotional intelligence has a significant
positive impact on their productivity at the workplace.
< NULL HYPOTHESIS (HO)

Employees’ emotional intelligence has no significant
impact on their productivity at the workplace.

Q.1 What Is your age group?

00 reagpone

Most respondents are aged 18-24 (53%), while the fewest are above 40 years (9%).

2. Gender

100 1espornsss

® Moo
® Female

Gender distribution is evenly balanced, with 50% male and 50% female respondents.

0.3 What is your occupation?

160 responises
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Most respondents are students (45%), while the fewest belong to self-employed, business, and unemployed groups.

What Is your annual household income?

1600 fempO e

© Lass than €1 00 00C

@ T1.00.000 - 260,000
B 2,50 001 — 23 00,000
@ More than €5 .00 00

Most respondents belong to the below Rs 1, 00,000 income group (54%), while the fewest fall in the Rs2, 50,001-Rs
5, 00,000 range (9%).

1. How often do you remain calm during stressful work situations?

100 respronees

Most respondents remain calm at work (64%), while only a few rarely stay calm (9%).

2. How do you usually respond 1o workplace conflicis?

100 reaponses

@ Menates calmiy
@ Oncunn with othees
Avoi! Ihee situmiion

@ Gt strunned

Most respondents prefer to resolve conflicts calmly (45%), while only a few feel stressed during conflicts (6%).

3. How well do you control emotions at work?

100 responses

® Very well
® Wl
O Average

® Poor

Most respondents show good emotional control at work (75%), while very few report poor control (2%).

4. How frequently do you ad|ust your behavior when working with different colleagues?

YOO reapones

® Nways

® Novar

Most respondents adjust their behaviour at work (43%), while very few never adjust (2%).
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6. How often do you help colleagues when required?

100 renponses

® Aways
® Often
& Bometmes

@ Novar

Most respondents always help colleagues (58%), while only 1% never helps.

7. Bow do you managa work-related stress?

120 rsporens

@ Vory efectively
@ 1 tectnwy
0 Modeakly

@ bfocray

Most respondents manage work stress effectively (55%), while very few struggle.

8. To what extent do you agree that emations influence workplace decisions?

100 respronses

® Suongy Agroe

® Agien

© Neoither Agree rox Disagree
@ Uisagee

® Storgy Disagreo

Most respondents agree that emotions influence decisions (43%), while very few disagree.

9. How do you handie unexpected work problems?

100 responses

@ Stay cslm and ¥y 1o solve the problem
ndependendy

@ Scok help or guidance from colleaguesd
SUDervisor

& Fool essed or anwous

® Av

@ Brainstomm multiple soluSicos before
actng

x posipone the task

@ Pricritize and tackle the most wigent o

® Loam from past experiences to handie #

Most respondents prefer to stay calm and solve problems independently (36%), while smaller groups use other coping
styles.

The International Journal of Commerce Management and Business Law in International Research (TIJCMBLIR) | Volume-2 57
Issue-6| December-2025 | Website: https://ewbr.us


https://ewbr.us/

10 How often do you maintain positive relationships with colleagues?

120 iesporoes

® v
® Ofen
) Sceretimms

© vy

Most respondents always maintain positive relationships (59%), while very few do not.

11 How often are work targets achieved on time?

100 reagomes

@ Aways
® Ohen
® Sometmes

@ Rarely

Most respondents always meet work targets (46%), while very few rarely do.

12 Do you think that stress negatively affects your work output?

100 resporans

@ Sworgly Agree

® Ngree

® Nether Agree nor Daagres
® Dsoages

@ Svongty Disag

Most respondents agree that stress affects work output (41%), while few disagree (6%).

13 How effectively do you manage multiple tasks at work?

100 rasponaes

® Very effecively
® ENectivety
® Modeiutely

® FPowrly

Most respondents manage tasks effectively (48%), while few manage them poorly
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14 How does teamwork influence work performance?

1100 respoare s

® G
@ Mooe

® No changs In performance

Wty TG perinnnmees

ety Impeowes pedormonce

@ Sighty reduces parkormance
@ Sigrthcantty reduces performance

Most respondents believe teamwork improves performance (59%), while very few see a negative impact.

15 How often do emotions interfere with work efficiency?

100 responses

® Nower
® Raeyy
» Somatrmes

® Cnon

Most respondents report emotions rarely affect efficiency (45%), while few say they interfere often.

16 How frequently do you complete tasks without errors?
100 rezponscs

® Aways

@ Horeiy

Most respondents often complete tasks without errors (38%), while very few rarely do.

17 How well do you concentrate on work during stressful situations?

100 responses

@ Very wel
® weil
& Average

® Poor

Most respondents concentrate well (39%), while very few report poor concentration.

18 How do workplace relationships affect productivity?

100 responses

@ Stongly rreoove productvly
@ Improve peoductivity

® No significant impact

@ Reduoce productiity

@ Stongly reduce productrety
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Most respondents believe relationships improve productivity (43%), while very few think they reduce it.

100 renpor

19 How often does emotional contral help In meeting deadlines?

@ Alawys
® Ohwe

3er
® o

Most respondents say emotional control helps meet deadlines (41%), while few say it never helps.

W) 1eaorae

20 Overall, how would you rate your productivity at work?

® Vory Hgn
® g

MWadarme
® Low

Most respondents rate their productivity as high (53%), while only few 1% of respondent report low productivity.

Findi o  Emotional intelligence strengthens
ndings . communication, trust, and coordination among
1. Emotional Awareness and Control team members
o 75% of respondents reported good emotional 8§ S M )
ntrol, while only 2% showed poor control - Stress Management
contros, Wl . . o 55% of respondents manage work-related stress
o This indicates a high Ilevel of emotional effectively
) zéwzl;lreness i?ddselfl-’regulatlon among employees. o Although 41% agree that stress affects work
’ aimness Lnder fressure output, emotional regulation helps minimize its
o 64% of respondents remain calm at work, negative impact
whereas only 9% rarely remain calm. 9. Englotional i)nfll.lence on Decisions
o This reflects emotional stability and maturity in o .
handli Kol o 43% of respondents agree that emotions
3 Can ﬂm % ;;vor lp :lc ¢ pressure. influence workplace decisions.
’ onflict Resoution . . o This shows awareness of emotional factors in
o 45% of respondents prefer resolving conflicts rofessional decision-makin
calmly, while only 6% feel stressed during 10 %ask Management and Efi%éiency
conﬂl.cts. . . o 48% of respondents manage tasks effectively.
o Emotionally intelligent employees tend to . .
; . . o  Emotional control supports planning,
manage disagreements constructively without organization, and execution of work
4 dBIS;u pt} ne \lzvzr(l: ¢ ¢ 11. Meeting Targets
’ eO avioral Adjustmen . . o 46% of respondents always meet work targets.
o 43% of respondents adjust their behavior at work, . R .
. . o This reflects discipline, focus, and emotional
while only 2% never adjust. reoulation
o  This shows adaptability and emotional flexibility 12 Acgcuracy.an d Concentration
m org.anlzatlona.l settings. o 38% of respondents often complete tasks without
5. Helping Behaviour and Empathy errors
o .
© iﬁﬁe (())il riizo;gf;t;ef Iways help  colleagues, o 39% report good concentration levels, indicating
re ony p- . that emotional stability reduces distractions.
o  This highlights empathy, cooperation, and strong 13. Overall Productivity
6 ;)rger[l)(erls ona:{sklﬂ? hi o 53% of respondents rate their productivity as
’ :))r prace Refationships . - high, while only 1% rate it as low.
o  59% of respondents always maintain positive . ..
Kol lationshi o This strongly supports the positive role of
workplace relationsips. . emotional intelligence in performance.
o Positive relationships contribute to a healthy 14. Hypothesis Testing
7 Y[,Vork env1rl§mment and improved productivity. o Based on quantitative and qualitative evidence,
’ 5 ;;mv;or dents bel; ¢ i the alternative hypothesis (Hi) is accepted.
© ]f Of respondents believe teamwork mproves o Emotional intelligence has a significant positive
periormance. impact on employee productivity.
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Suggestions

1. Organizations should introduce emotional
intelligence training programs focusing on self-
awareness, emotional control, and empathy.

2. Regular stress management workshops and
mindfulness sessions should be conducted.

3. Team-building activities should be encouraged to
improve cooperation and trust.

4. Managers should adopt an emotionally
supportive leadership style.

5. Emotional intelligence assessments should be
included in recruitment and performance
appraisal systems.

6. Employees should be encouraged to practice self-
reflection for better emotional understanding.

Recommendations

1. Emotional intelligence development should be
formally integrated into HR policies and training
frameworks.

2. Leadership development programs should
emphasize empathy, emotional regulation, and
conflict management.

3. Organizations should create a positive and
emotionally safe work environment.

4. Future research should include larger and more
diverse samples.

5. Researchers should use both self-report and
performance-based tools.

6. Emotional intelligence should be treated as a core
organizational competency.

Conclusion

1. Emotional intelligence plays a crucial role in
enhancing employee productivity and workplace
performance.

2. 75% of respondents show good emotional control
and 64% remain calm at work.

3. 55% effectively manage stress, reducing its
negative impact on performance.

4. Positive workplace relationships (59%) and
teamwork (59%) improve efficiency and
collaboration.

5. Emotional intelligence contributes to meeting
deadlines (46%), task efficiency (48%), and

accuracy (38%).

6. Overall productivity is rated high by 53% of
respondents.

7. The study successfully validates the alternative
hypothesis.

8. Emotional intelligence is a critical determinant of
employee productivity and  organizational
success.
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