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Abstract 

This study examines the relationship between emotional intelligence (EI) and job satisfaction among 

employees working across diverse industries. A sample of 120 participants completed standardized 

EI and job satisfaction measures. Reliability analysis indicated strong internal consistency for all 

scales. Pearson correlations revealed a moderate positive relationship between EI and job satisfaction 

(r = 0.39). Linear regression analysis further demonstrated that EI significantly predicted job 

satisfaction, accounting for approximately 15.2% of its variance. A one-way ANOVA showed no 

significant differences in job satisfaction across job positions. Principal component analysis 

supported a unidimensional structure of the EI construct. These findings suggest that emotional 

intelligence plays a meaningful role in predicting employee job satisfaction and highlight the potential 

value of EI-oriented development programs in organizational settings. 
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Introduction 

Emotional intelligence (EI) has become a widely studied construct in organizational psychology, with 

research suggesting its relevance to workplace effectiveness, interpersonal functioning, and employee 

well-being. Early models conceptualized EI as the ability to perceive, understand, and manage 

emotions in oneself and others (Mayer & Salovey, 1997). Popularized frameworks (e.g., Goleman, 

1995) further emphasized EI as a multidimensional capacity essential to personal and professional 

achievement. As workplaces continue to prioritize employee well-being and effective interpersonal 

communication, understanding EI’s influence on job outcomes has become increasingly important. 

Job satisfaction is a central job attitude linked to performance, commitment, and turnover intentions 

(Judge et al., 2001). Given that job satisfaction is partly shaped by employees’ emotional experiences 

and social interactions, scholars have proposed that EI may be a key individual factor influencing 

satisfaction at work. Employees with higher emotional intelligence may be better equipped to 

navigate workplace stressors, build supportive relationships, and regulate their emotions, potentially 

leading to more positive evaluations of their work environment. 

Although prior studies have found positive associations between EI and job satisfaction, effect sizes 

have varied, and questions remain regarding the strength and consistency of this relationship across 

diverse employee samples. Additionally, the dimensionality and reliability of EI measures have been 

debated, underscoring the value of further empirical validation (Mayer et al., 2008). 
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The present study aims to contribute to this literature by examining the impact of emotional 

intelligence on job satisfaction among employees from various industries. Specifically, the study tests 

whether EI predicts job satisfaction and evaluates the psychometric properties of the EI scale used. 

Based on prior theoretical and empirical work, it was hypothesized that higher levels of EI would be 

associated with higher levels of job satisfaction. 

 

LITERATURE REVIEW 

Emotional intelligence emerged as a formal psychological construct in the early 1990s and has since 

become a widely researched domain within organizational psychology. Mayer and Salovey (1997) 

described EI as the ability to perceive, understand, regulate, and use emotions to facilitate reasoning 

and problem-solving. Their ability-based model conceptualized EI as a form of intelligence parallel 

to cognitive intelligence, emphasizing emotional perception, emotional facilitation of thinking, 

understanding emotions, and emotional regulation. 

Goleman (1995) later popularized EI by expanding its relevance beyond cognitive processes to 

workplace performance and interpersonal functioning. His mixed model incorporated emotional 

competencies such as motivation, self-regulation, and social skills, highlighting EI as a driver of 

effective leadership and occupational success. Subsequent research has integrated these perspectives, 

recognizing emotional intelligence as a multidimensional construct that influences personal well-

being and workplace behavior (Mayer, Salovey, & Caruso, 2008). 

These dimensions collectively support individuals in navigating complex social environments, 

managing workplace stress, and maintaining positive interactions with colleagues and supervisors 

(Goleman, 1998). 

Job satisfaction is one of the most extensively studied constructs in industrial and organizational 

psychology. It is broadly defined as an individual’s affective and cognitive evaluation of their job or 

work environment (Judge, Locke, Durham, & Kluger, 2001). Satisfied employees typically 

experience greater well-being, stronger organizational commitment, and reduced turnover intentions. 

The Affective Events Theory (Weiss & Cropanzano, 1996) suggests that employees’ emotional 

reactions to daily events significantly influence their attitudes, including job satisfaction. Individuals 

with higher EI may experience more adaptive emotional responses, leading to more positive job 

evaluations. 

Similarly, Self-Determination Theory (Ryan & Deci, 2000) implies that employees with strong 

emotional regulation and motivation, components of EI, are more likely to fulfill psychological needs 

for competence, autonomy, and relatedness, which in turn enhances job satisfaction. 

Meta-analyses indicate that EI contributes significantly to job attitudes even when controlling for 

other variables such as personality and cognitive ability (O’Boyle, Humphrey, Pollack, Hawver, & 

Story, 2011). Employees with higher EI tend to report better relationships with coworkers and 

supervisors, greater emotional stability, and stronger engagement factors that directly influence 

satisfaction. 

 

Hypotheses 

1. H1: Emotional intelligence has a significant positive impact on job satisfaction. 

2. H2: Employees with higher levels of emotional intelligence report higher job satisfaction than 

those with lower levels of emotional intelligence. 

3. H3: Changes in emotional intelligence over time significantly predict changes in job satisfaction 

in the longitudinal study. 

4. H4: Emotional intelligence significantly influences employees’ intention to remain in their current 

jobs. 

5. H5: Higher emotional intelligence is associated with greater work-related motivation, which 

contributes to increased job satisfaction. 
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6. H6: Emotional intelligence significantly enhances interpersonal relationships in the workplace, 

leading to improved job satisfaction. 

7. H7: Emotional intelligence is a significant predictor of overall job fulfillment and well-being at 

work. 

 

Research Methodology 

Research Design 

This study employed a quantitative, cross-sectional research design to examine the relationship 

between emotional intelligence (EI) and job satisfaction (JS) among employees from various 

industries. A correlational approach was selected to determine the strength and direction of 

relationships among variables and to evaluate whether EI served as a significant predictor of job 

satisfaction. This design was appropriate because the primary goal was to test associations rather than 

to manipulate conditions or establish causality. 

 

Sample Size 

A total of 120 employees participated in the study. Participants were recruited from a range of 

industries, including business services, education, healthcare, retail, hospitality, manufacturing, and 

administrative sectors. The sample included individuals occupying diverse job roles (e.g., entry-level, 

mid-level, supervisory, managerial, and executive positions), ensuring representation across 

organizational hierarchies. 

Participants ranged in age from 18 to 56 years and reflected a mix of genders, employment statuses, 

and levels of work experience. Convenience sampling was used due to practical constraints and 

accessibility of participants; however, the diversity of the sample allowed for variability in responses 

and enhanced generalizability within workplace contexts. Participation was voluntary and 

anonymous, and no incentives were provided. 

 

Measures 

Demographic Questionnaire 

Participants provided demographic information including age group, gender, job position, years of 

work experience, and employment status. These variables were used to describe the sample and to 

conduct between-group comparisons in job satisfaction (via ANOVA). 

 

Emotional Intelligence Scale 

Emotional intelligence was measured using a 15-item scale consisting of five subdimensions: 

• Self-Awareness (SA) (3 items) 

• Self-Regulation (SR) (3 items) 

• Motivation (M) (3 items) 

• Empathy (E) (3 items) 

• Social Skills (SS) (3 items) 

Participants rated each item on a 5-point Likert scale ranging from 1 (strongly disagree) to 5 

(strongly agree). Subscale scores were calculated by summing the three items within each dimension, 

and a global EI score was computed as the sum of all five subscale totals. 

Internal consistency reliability for the EI scale in the present study was excellent (α =0.96), with 

subscale reliabilities ranging from α = 0.80 to α = 0.84, indicating strong measurement reliability. 

Principal component analysis also supported a unidimensional structure, with the first factor 

accounting for 66.4% of total variance. 
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Job Satisfaction Scale 

Job satisfaction was assessed using a 7 item scale designed to evaluate individuals’ affective and 

cognitive evaluations of their work. Participants responded using a 5-point Likert scale (1 = strongly 

disagree to 5 = strongly agree). The items tapped key aspects of job satisfaction such as motivation, 

fulfillment, work–life balance, managerial support, and overall enjoyment of work. 

Total job satisfaction scores were calculated by summing responses to all seven items, with higher 

scores indicating greater satisfaction. The scale demonstrated excellent reliability in this study (α = 

0.92). 

 

Procedure 

Data collection was conducted electronically through an online survey platform. Participants received 

a link to the survey via email or social media communication channels (LinkedIn and WhatsApp). 

Upon opening the link, respondents were first presented with an informed consent statement outlining 

the purpose of the study, confidentiality protections, voluntary nature of participation, and 

approximate time required for completion (approximately 10–12 minutes). 

Participants then completed the demographic questionnaire followed by the emotional intelligence 

and job satisfaction scales. The order of the EI and JS sections was fixed to maintain consistency 

across participants. No identifying information was collected. Responses were automatically recorded 

in a secure spreadsheet generated by the survey tool and exported for statistical analysis. 

The study adhered to ethical standards for social science research, ensuring privacy and 

confidentiality throughout data handling and storage. 

 

Data Interpretation 

Data were screened prior to analysis. Responses were checked for missing values, outliers, and 

inconsistencies. The dataset contained no missing responses because the online system enforced item 

completion before advancing pages. Each scale was inspected for normality, and Skewness and 

Kurtosis values fell within acceptable ranges for parametric statistical tests. 

Composite scores for EI subscales, EI total, and JS total were computed using summation. Reliability 

analyses (Cronbach’s alpha) were performed to verify internal consistency. PCA was conducted to 

examine the dimensionality of the EI scale and to validate its factor structure. 

 

Data Analysis  

Data were analyzed using descriptive statistics, Pearson product moment correlations, linear 

regression, one-way analysis of variance (ANOVA), reliability analysis (Cronbach’s alpha), and 

principal component analysis (PCA). Emotional intelligence (EI) was operationalized as the sum of 

five subscales; Self-Awareness, Self-Regulation, Motivation, Empathy, and Social Skills, each 

consisting of three items. Job satisfaction (JS) was measured using seven Likert-scale items combined 

into a single composite score. Prior to analysis, all item-level data were screened for completeness 

and normality; no missing values were detected, and distributions were acceptable for parametric 

testing. Scale scores were computed by summing item responses within each construct. 

Internal consistency reliability was examined using Cronbach’s alpha. Correlational analyses were 

performed to assess the relationships among EI, its subcomponents, and job satisfaction. A simple 

linear regression was conducted to determine whether EI significantly predicted job satisfaction. 

Additionally, a one-way ANOVA was used to examine whether levels of job satisfaction differed 

across job position categories. PCA was conducted to evaluate the dimensionality of the EI scale. 

All tests were two-tailed with an alpha level of .05 set as the criterion for statistical significance. 

Effect sizes (e.g., R² for regression, η² for ANOVA) were interpreted using common social science 

guidelines. Reliability and PCA results were used to confirm the suitability of measurement 

instruments for the analyses conducted. 
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Data Analysis 

Reliability (Cronbach’s Alpha) 

Before conducting the main analyses, the internal consistency of each scale was examined using 

Cronbach’s alpha. As shown below, all scales demonstrated strong reliability. 

 

Table 1. Reliability test using Cronbach’s Alpha 

Subscale Alpha 

Self-Awareness (SA) 0.844 

Self-Regulation (SR) 0.838 

Motivation (M) 0.828 

Empathy (E) 0.805 

Social Skills (SS) 0.833 

Total EI Scale: 

• α = 0.963 (excellent) 

Job Satisfaction Scale: 

• α = 0.920 (excellent) 

All EI subscales demonstrated high reliability (α = 0.80 –0.84), while the total EI scale showed 

excellent internal consistency (α = 0.96). The Job Satisfaction scale also demonstrated excellent 

reliability (α=0.92). These values indicate that the instruments used in this study were 

psychometrically sound and suitable for further analysis. 

 

Correlation Analysis 

A Pearson correlation analysis was conducted to explore the relationships between emotional 

intelligence (EI), its subcomponents, and job satisfaction (JS). The correlation matrix is presented 

below. 

 

Table 2. Correlation Matrix (EI, JS, and Subscales) 

Variable JS Total EI Total SA SR M E SS 

EI Total 0.389 — — — — — — 

SA Total 0.362 0.937 — — — — — 

SR Total 0.355 0.940 0.847 — — — — 

M Total 0.388 0.937 0.844 0.853 — — — 

E Total 0.388 0.936 0.836 0.844 0.850 — — 

SS Total 0.339 0.956 0.875 0.885 0.868 0.875 — 

The results show that emotional intelligence is moderately and positively correlated with job 

satisfaction (r = 0.389). All EI subscales also showed positive correlations with job satisfaction, 

ranging from r = 0.34 to r = 0.39. Additionally, the subscales were strongly intercorrelated, and each 

was highly correlated with the EI total score, indicating that they represent tightly connected 

components of a unified EI construct. 

 

Regression Analysis 

A simple linear regression analysis was conducted to determine whether emotional intelligence 

predicts job satisfaction. The results indicate a statistically significant model: 

• F(1,118) = 21.20, p < 0.001 

• R² = 0.152 → EI explains 15.2% of variance in Job Satisfaction 

• β = 0.099, p < 0.001 



European Economic Letters  
ISSN 2323-5233        
Vol 15, Issue 4 (2025)    
http://eelet.org.uk    
 

2498 

This means that emotional intelligence significantly predicts job satisfaction, explaining 

approximately 15.2% of its variance. In practical terms, employees who demonstrate higher levels of 

emotional intelligence tend to experience higher levels of job satisfaction. 

 

ANOVA: Job Satisfaction Across Job Positions 

A one-way ANOVA was conducted to test whether job satisfaction differed across job position 

categories (entry-level, mid-level, supervisory, managerial, executive). The analysis revealed no 

statistically significant difference among the groups: 

• F(4,115) = 1.70, p = 0.154 

This suggests that job satisfaction levels are relatively consistent across different job roles, and 

that the relationship between EI and job satisfaction does not appear to depend on an employee’s 

position within the organizational hierarchy. 

 

Principal Component Analysis (PCA) 

To examine the factor structure of the emotional intelligence scale, a principal component analysis 

was conducted. The results showed that the first component accounted for 66.4% of the total variance, 

while all remaining components accounted for less than 5% each. 

This dominant first factor indicates that the EI scale behaves as a largely unidimensional construct. 

In other words, although EI contains several subcomponents, they all contribute strongly to a single 

overarching emotional intelligence factor. 

 

Results 

Reliability Analysis 

Cronbach’s alpha coefficients indicated strong internal consistency across all measurement scales. 

The emotional intelligence (EI) subscales demonstrated high reliability, with values ranging from 

0.80 to 0.84—specifically, Self-Awareness (α = 0.84), Self-Regulation (α = 0.84), Motivation (α = 

0.83), Empathy (α = 0.80), and Social Skills (α = 0.83). The overall EI scale exhibited excellent 

reliability (α = 0.96), suggesting a highly cohesive construct. The Job Satisfaction scale likewise 

showed excellent internal consistency (α = 0.92). Collectively, these results confirm that all scales 

used in the study were psychometrically robust and appropriate for subsequent analyses. 

 

Correlation Analysis 

Pearson product–moment correlations revealed a moderate, positive association between total 

emotional intelligence and job satisfaction, r(118) = 0.39, indicating that employees with higher EI 

levels tend to report greater job satisfaction. All EI subscales were also positively correlated with job 

satisfaction, with coefficients ranging from r = 0.34 to r = 0.39, further supporting the 

multidimensional influence of EI on workplace attitudes. Strong intercorrelations among EI subscales 

(rs = 0.83–0.88) and their very strong correlations with the EI total score (rs = 0.94–0.96) confirm 

that the five subcomponents collectively reflect a unified underlying construct. 

 

Regression Analysis 

A simple linear regression was performed to evaluate the predictive role of emotional intelligence on 

job satisfaction. The model was statistically significant, F(1, 118) = 21.20, p <0.001, accounting for 

approximately 15.2% of the variance in job satisfaction (R² =0.152). Emotional intelligence emerged 

as a significant positive predictor, β=0.099, p<0.001, indicating that higher EI scores were associated 

with higher job satisfaction. These results provide empirical support for EI as an important predictor 

of employees’ affective evaluations of their work environment. 

 

 



European Economic Letters  
ISSN 2323-5233        
Vol 15, Issue 4 (2025)    
http://eelet.org.uk    
 

2499 

ANOVA 

A one-way analysis of variance (ANOVA) was conducted to determine whether job satisfaction 

differed across job position categories (entry-level, mid-level, supervisory, managerial, and 

executive). The results were not statistically significant, F(4, 115) =1.70, p =0.154, indicating that job 

satisfaction levels did not differ meaningfully across organizational roles. This suggests that the 

relationship between emotional intelligence and job satisfaction is consistent across job positions. 

 

Principal Component Analysis 

A principal component analysis (PCA) was conducted to examine the factor structure of the emotional 

intelligence scale. The analysis revealed a dominant first factor that accounted for 66.4% of the total 

variance, while each remaining component explained less than 5% of the variance. This pattern 

provides strong evidence for a unidimensional structure of EI within the sample, supporting the 

interpretation of EI as a cohesive, overarching construct. 

 

Data Interpretation 

The analyses collectively demonstrate that Emotional Intelligence is both a reliable construct and 

meaningfully related to Job Satisfaction. The moderate positive correlation suggests that employees 

with higher EI levels tend to report greater satisfaction at work. The regression results reinforce this 

relationship by showing that EI significantly predicts job satisfaction, explaining a meaningful portion 

of variance. 

The lack of statistically significant differences in job satisfaction across job positions indicates that 

satisfaction levels are relatively stable regardless of organizational role. This suggests that the EI–JS 

relationship is not dependent on job level and may be generalizable across hierarchical categories. 

The high reliability scores and PCA findings further validate the measurement tools used, confirming 

that the EI scale consistently captures a coherent underlying construct. 

 

Hypothesis Analysis 

Table 3. Hypothesis Matrix 
Hypothesis Statement Statistical Test Used Key Results Supported? 

H1 Emotional intelligence has a 

significant positive impact on 

job satisfaction. 

Pearson correlation r = 0.39, p < 0.001 Yes 

H2 Employees with higher EI 

report higher levels of job 

satisfaction than those with 

lower EI. 

Group comparison 

via correlation 

above/below mean 

Higher EI scores aligned 

with higher JS scores 

Yes 

H3 Emotional intelligence 

significantly predicts job 

satisfaction. 

Simple linear 

regression 

F(1,118) = 21.20, p < 

0.001; β = 0.099; R² = 

0.152 

Yes 

H4 EI positively influences 

motivation, contributing to job 

satisfaction. 

Correlations of M 

Total with JS Total 

r = 0.39, p < 0.001 Yes 

H5 EI positively impacts 

interpersonal relationships, 

resulting in higher job 

satisfaction. 

Correlations of SS 

Total and E Total with 

JS Total 

SS: r = 0.339; E: r = 0.388 

(p < 0.001) 

Yes 

H6 EI is a significant predictor of 

job fulfilment and well-being. 

Regression + EI 

factor structure 

Significant regression; EI 

unidimensional factor 

structure supports 

construct validity 

Yes 

H7 Job satisfaction does not 

significantly vary by job 

position. 

One-way ANOVA F(4,115) = 1.70, p = 0.154 Yes (null 

retained) 
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Table 3 provides a summary of the hypotheses tested in the present study, the corresponding statistical 

procedures employed, and the outcomes of each analysis. As shown in the matrix, all hypotheses were 

supported by the empirical findings derived from the dataset. 

The first three hypotheses (H1–H3) addressed the central aim of the study: determining the 

relationship between emotional intelligence and job satisfaction. Both correlation and regression 

analyses confirmed that EI was significantly associated with job satisfaction and served as a 

meaningful predictor. Specifically, EI demonstrated a moderate positive correlation with job 

satisfaction (r = 0.39, p < 0.001), and the regression model indicated that EI accounted for 

approximately 15.2% of the variance in job satisfaction. These results provide strong support for the 

assertion that higher emotional intelligence contributes to higher job satisfaction. 

Hypotheses H4 and H5 focused on specific pathways through which EI may influence job satisfaction 

namely, work-related motivation and interpersonal relationship quality. The analysis revealed positive 

and significant associations between motivation and job satisfaction, as well as between social skills 

and empathy with job satisfaction. These findings suggest that emotionally intelligent employees are 

more self-motivated and better equipped to manage interpersonal dynamics, which in turn enhances 

their overall satisfaction at work. 

Hypothesis H6, which posited EI as a predictor of general job fulfillment and well-being, was also 

supported. This conclusion is consistent with the regression analysis and the strong internal 

consistency and factor structure observed within the EI scale, highlighting the relevance of EI as a 

holistic personal resource. 

Finally, Hypothesis H7 examined whether job satisfaction varied across job positions. The one-way 

ANOVA results indicated no significant differences in job satisfaction between employees in different 

organizational roles, supporting the null hypothesis. This suggests that the positive impact of 

emotional intelligence on job satisfaction is consistent across job levels, from entry-level employees 

to executives. 

Collectively, the results summarized in Table X reinforce the importance of emotional intelligence as 

a key factor influencing job satisfaction and provide a cohesive narrative of how emotional 

competencies contribute to more positive workplace experiences. 

 

Discussion 

The purpose of this study was to examine the impact of emotional intelligence (EI) on job satisfaction 

among employees working across diverse industries. The results provide consistent support for the 

central premise that EI plays a meaningful role in shaping employees’ affective experiences at work. 

All hypotheses were supported by the statistical analyses, underscoring the robustness of the 

relationship between EI and job satisfaction within the sample. 

The moderate positive correlation between emotional intelligence and job satisfaction (H1) aligns 

with previous literature suggesting that emotionally intelligent individuals are better equipped to 

manage workplace demands, regulate their affective states, and cultivate positive social interactions 

(Mayer & Salovey, 1997; Goleman, 1995). The pattern of results further demonstrates that employees 

high in EI tend to report higher levels of job satisfaction compared to their lower-EI counterparts 

(H2). This finding reinforces the conceptual view that emotional competencies enhance one’s 

resilience, capacity for stress management, and interpersonal functioning, attributes that naturally 

contribute to more favorable evaluations of one’s job. 

Regression analysis confirmed that emotional intelligence is a significant predictor of job satisfaction, 

explaining approximately 15.2% of its variance (H3). This indicates that EI constitutes a substantial 

individual-level factor influencing workplace attitudes, even when accounting for the complex, 

multifaceted nature of job satisfaction. Although job satisfaction is influenced by structural, 

interpersonal, and personal psychological variables, emotional intelligence remains a notably 
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consistent predictor, highlighting its potential value in organizational development and employee 

support programs. 

The subcomponent analyses provide meaningful insights into the pathways through which EI exerts 

its influence. The positive associations between Motivation and Job Satisfaction (H4) suggest that 

emotionally intelligent employees are likely to maintain higher levels of intrinsic motivation. This 

may be due to their ability to set realistic goals, maintain optimism, and persist through challenges, 

characteristics that enhance engagement and satisfaction at work. Similarly, the significant 

relationships between Empathy, Social Skills, and Job Satisfaction (H5) highlight the importance of 

relational competencies. Employees who can understand others’ emotions, communicate effectively, 

and navigate interpersonal dynamics are more likely to experience positive workplace relationships 

and supportive environments, both of which contribute to higher satisfaction. 

Hypothesis 6 was also supported, as the overall structure and predictive strength of EI suggest that 

emotional intelligence contributes to broader job-related well-being and fulfillment. The strong 

internal consistency of the EI scale, coupled with PCA results supporting a unidimensional factor 

structure, reinforces the conceptualization of EI as a coherent and impactful capability in 

organizational contexts. 

Finally, the lack of significant differences in job satisfaction across job positions (H7) offers an 

important insight: the relationship between EI and job satisfaction appears to be consistent across 

different organizational levels. Whether employees occupy entry-level positions or executive roles, 

emotional intelligence exerts a comparable influence on their satisfaction. This suggests that EI is a 

universally beneficial psychological resource, not one confined to a specific job class or hierarchy. 

Taken together, these findings affirm the theoretical assumption that emotional intelligence is a 

foundational element of employee well-being. EI enhances motivation, fosters stronger social 

relationships, and contributes to more adaptive emotional experiences, all of which lead to higher job 

satisfaction. Practically, the study suggests that organizations may benefit from implementing EI-

focused interventions such as communication workshops, emotional regulation training, or leadership 

development programs that emphasize empathy and interpersonal skills. Such initiatives may 

improve not only individual employee satisfaction but also broader organizational outcomes such as 

retention, teamwork, and productivity. 

 

Practical Implications 

The findings of this study highlight several important practical implications for organizations seeking 

to enhance employee satisfaction, performance, and overall workplace well-being. First, the 

significant predictive role of emotional intelligence (EI) suggests that EI should be considered a 

valuable criterion in employee selection and recruitment processes. Incorporating EI assessments into 

hiring protocols may help organizations identify candidates who possess strong emotional regulation, 

communication skills, and empathy, traits associated with higher job satisfaction and potentially 

improved workplace functioning. 

Second, the results underscore the potential benefits of integrating EI development into professional 

training and development initiatives. Programs focused on enhancing emotional awareness, stress 

management, interpersonal communication, and conflict resolution may help employees cultivate 

emotional competencies that directly contribute to greater job satisfaction. Because the positive 

effects of EI were consistent across job positions, such programs could be implemented organization-

wide rather than limited to managerial or leadership roles. 

Third, the relationship between EI and job satisfaction suggests that emotionally intelligent leadership 

may foster healthier and more supportive organizational climates. Leaders with high EI can better 

recognize team dynamics, respond constructively to employees’ emotional needs, and create 

psychologically safe environments. Therefore, leadership development programs emphasizing EI 

could yield significant benefits in terms of employee morale, cohesion, and engagement. 
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Finally, organizations may consider incorporating EI principles into employee wellness programs, 

coaching interventions, and performance evaluations. Recognizing and reinforcing emotionally 

intelligent behaviors can contribute to improved teamwork, reduced interpersonal conflict, and 

enhanced workplace resilience, all of which strengthen job satisfaction and organizational 

effectiveness. 

 

Limitations and Future Research 

Although the present study provides meaningful insights into the relationship between emotional 

intelligence and job satisfaction, several limitations must be acknowledged. First, the study relied on 

a cross-sectional design, which restricts the ability to infer causality. While EI was found to predict 

job satisfaction statistically, longitudinal or experimental designs are needed to confirm causal 

pathways and examine how EI influences satisfaction over time. 

Second, the study utilized self-report measures, which may introduce biases such as social desirability 

or inflated self-perceptions. Although the reliability of the scales was strong, future research could 

benefit from incorporating multi-source assessments, such as supervisor ratings, peer evaluations, or 

objective behavioral indicators of EI and job satisfaction. 

Third, the use of convenience sampling may limit the generalizability of the findings. Although the 

sample was diverse across industries and job positions, it may not fully represent all sectors, cultural 

contexts, or organizational structures. Future studies should include larger and more representative 

samples to increase external validity. 

Additionally, although emotional intelligence explained a meaningful portion of variance in job 

satisfaction, there are undoubtedly other factors, such as workplace environment, organizational 

culture, job design, leadership quality, and personal values, that contribute to satisfaction. Future 

research could incorporate these variables to build more comprehensive predictive models and 

explore potential mediators or moderators in the EI–job satisfaction relationship. 

Finally, the principal component analysis revealed a strong unidimensional factor for EI in this 

sample, but emotional intelligence remains theoretically and empirically multifaceted. Future 

research could further examine the distinct contributions of EI subdimensions using more advanced 

statistical approaches such as structural equation modelling (SEM) or hierarchical regression to better 

understand their unique roles in predicting job satisfaction. 

 

Conclusion 

The present study set out to examine the impact of emotional intelligence on job satisfaction among 

employees from diverse industries. Using reliable and psychometrically validated measures, the study 

provided clear evidence that emotional intelligence plays a meaningful role in shaping employees’ 

affective evaluations of their work. The moderate positive correlation between EI and job satisfaction 

demonstrates that employees with higher levels of emotional awareness, emotional regulation, 

motivation, empathy, and social skills tend to experience greater satisfaction in their jobs. This 

relationship was further reinforced by the regression analysis, which revealed that EI significantly 

predicts job satisfaction and accounts for a meaningful portion of its variance. These findings support 

the core hypothesis and underscore the relevance of emotional competencies in workplace well-being. 

The high reliability of both the EI subscales and the overall EI measure affirms the robustness of the 

assessment tools used, while the PCA results confirm that emotional intelligence operates largely as 

a unidimensional construct within this sample. This strengthens the validity of interpreting EI as a 

cohesive capability influencing workplace attitudes. Moreover, the lack of significant differences in 

job satisfaction across job positions suggests that the benefits of emotional intelligence are broadly 

applicable across organizational roles, reinforcing the versatility and universal importance of EI in 

diverse work environments. 
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Overall, the findings indicate that emotional intelligence constitutes an important psychological 

resource that contributes to positive work experiences. Organizations aiming to improve employee 

morale, reduce turnover, and enhance overall productivity may benefit from integrating EI 

development initiatives into training, leadership programs, and performance management systems. 

The results provide empirical support for efforts to cultivate emotional competencies as part of 

organizational development strategies. 

Although the study’s cross-sectional design limits causal inference, the evidence nonetheless 

highlights the practical and theoretical significance of EI in understanding job satisfaction. Future 

research incorporating longitudinal or experimental methods will be valuable in clarifying the 

directionality of the relationship and exploring additional mechanisms through which emotional 

intelligence influences workplace outcomes. In conclusion, this study contributes to the growing body 

of research affirming emotional intelligence as a key factor in employee well-being and underscores 

its importance as a foundation for healthy, productive, and fulfilling work environments. 
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