
  An Online Peer Reviewed / Refereed Journal 
              Volume 3 | Issue 12 | December 2025 

ISSN: 2583-973X (Online) 
Website: www.theacademic.in 

 

                               Page | 174 

Exploring the Relationship between Emotional Intelligence and Employee 

Performance 

Mrs. Shree Bala Gupta 

Research Scholar, Mahatma Gandhi Central University, Bihar 

Dr. Alka Lalhall 

Associate Professor, Central University of Himachal Pradesh 

Mr. Rajeev Ranjan Choubey 

Faculty, Mahatma Gandhi Central University, Bihar 

DOI : https://doi.org/10.5281/zenodo.18214272 

ARTICLE DETAILS  ABSTRACT 

Research Paper 

Accepted: 16-12-2025 

Published: 10-01-2026 

 This study investigates the connection between emotional intelligence 

and employee performance within organizational contexts. By 

referencing recent empirical research and meta-analyses, it analyses 

how different aspects of Emotional Intelligence such as self-awareness, 

self-regulation, motivation, empathy, and social skills which impact 

essential performance metrics, including enhancing interpersonal 

relationships, team dynamics, stress management, effective 

communication, facilitating leadership and decision-making. The 

results highlight the importance of Emotional Intelligence in improving 

employee outcomes and propose actionable recommendations for 

organizational growth. 
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1. Introduction 

In today's work environment, marked by swift technological progress and evolving interpersonal 

relationships, emotional intelligence has become a vital factor influencing employee performance. Unlike 

traditional cognitive intelligence, EI involves the capacity to recognize, comprehend, regulate, and 

effectively apply emotions in oneself and others (Salovey & Mayer, 1990). This paper seeks to 

investigate the complex relationship between EI and employee performance, utilizing recent academic 
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research to clarify the ways in which EI affects workplace results. The significance of emotional 

intelligence is evident in various aspects of life, particularly in educational settings. Both emotional 

intelligence and self-motivation are essential considerations alongside cognitive intelligence for a 

comprehensive understanding. Individuals in social or academic contexts must be adept at managing 

their thoughts and maintaining emotional equilibrium (Arias et al., 2022).  

Employee performance is defined as the degree of efficiency and effectiveness with which job duties are 

fulfilled. It includes task performance, contextual performance (such as organizational citizenship 

behavior), and adaptive performance (Campbell, 1990). High-performing employees enhance 

organizational objectives through their productivity, innovation, and teamwork. The performance of 

employees within an organization is closely linked to emotional intelligence; the output of indicators and 

professions over a specific timeframe can be viewed as a reflection of human capital performance 

(Dharma, 2018). It is essential for everyone to cultivate emotional intelligence to excel in their 

professional roles, as evidenced by the learning outcomes achieved in the emotional domain (Edward and 

Purba, 2020). 

Emotional intelligence encompasses a variety of skills and abilities, including the capacity to identify, 

classify, and comprehend emotions, as well as the skills to articulate, regulate, and manage them 

(Tuyakova et al., 2022). Generally, emotional intelligence serves as a form of self-improvement. It 

involves emotional resilience, adaptability, teamwork, and the ability of monitoring one's own mindset 

through processes that foster appropriate behavior, ultimately benefiting both the organization and its 

employees. Leaders and individuals having high emotional intelligence can significantly improve overall 

team performance (Khesroh et al., 2022). Performance, as defined by (Tyofyan et al., 2022), refers to the 

results of an employee's achievements, productivity, or reporting records over a designated timeframe in 

relation to the organization's goals. Conversely, employee performance can be viewed as an evaluation of 

how an employee's actions have either contributed to or obstructed the organization's success in reaching 

its objectives (Pawar, 2019). The organization will regard employee performance favourably if workers 

meet expectations and excel, based on specific performance success criteria. Various factors are assessed, 

including the employee's adaptability to the work environment, adherence to protocols, and ability to 

provide high-quality services (Kundariyah et al., 2021). 

2. Literature Review 

As noted by (Cuéllar-Molina et al., 2019), emotional intelligence (EI) encompasses a set of skills and 

related abilities that individuals cultivate to effectively manage their emotions. Unlike introversion and 
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reflexivity, EI focuses on personal attitudes and behaviors (Abdo et al., 2022). (Udimal et al., 2019) 

further describe EI as a manifestation of an employee's perspective, which involves recognizing and 

understanding how to apply information in ways that foster emotional qualities in both intrapersonal and 

interpersonal relationships. In this context, it is imperative for corporate organizations to have adaptable 

leaders whose leadership styles acknowledge necessary changes, foster innovative ideas, and create a 

measurable vision to support the implementation of changes aligned with strategic plans (Kucharska, 

2021). The application of EI reflection has been shown to improve employee performance on cognitive 

assessments, significantly reduce stress levels, and minimize mind wandering by highlighting the 

relevance and practicality of concepts in relation to employee situations (Liu et al., 2022). 

Various models of emotional intelligence exist, including composite models, ability models, and trait 

models. Most of these models suggest that emotional intelligence encompasses a blend of skills: (1) the 

ability to recognize emotions, (2) utilizing emotions to enhance reasoning, (3) comprehending emotions, 

and (4) regulating emotions. Emotion management involves controlling one's own feelings as well as 

those of others (Lermen et al., 2022). A series of behavioral episodes exhibited by an individual during 

typical circumstances can be interpreted as a formulation of the ultimate expected value, which is 

performance. In simpler terms, this implies that (1) the performance of individual behavior has been 

established, and (2) performance-related behavioral traits represent the anticipated value of an 

organization (Nyathi and Kekwaletswe, 2022). Performance can be categorized into two distinct types: 

task-specific and context-specific. According to formal job descriptions, performance is characterized as 

work-related activities that are primarily influenced by abilities and role-related behaviors. Nevertheless, 

personality traits and motivation indicate that extrarole conduct is often neglected by formal reward 

systems or indirectly by management, even though performance in nearly every workplace can be 

thematically compared (Meriläinen et al., 2019). 

3. Objectives of the study 

To examine the relationship between emotional intelligence and employee performance through analysis 

of existing literature. 

4. Research Methodology 

This research uses a descriptive design based on secondary data. It aims to explain how emotional 

intelligence affects employee performance by reviewing existing literature. Data was gathered from 

scholarly articles, books, online databases, and reliable organizational reports related to emotional 
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intelligence and workplace performance. Only recent and credible sources that clearly discussed 

emotional intelligence and its link to employee behavior or performance were chosen. The collected data 

was organized into themes such as emotional intelligence traits, workplace outcomes, and employee 

performance. The findings were evaluated descriptively to highlight key ideas, identify patterns, and 

show the connection between emotional intelligence and performance. 

5.  Employee Performance: A Multi-Dimensional Concept 

Employee performance includes more than task completion. It shows individual behavior, adaptation as 

well as contributions to organizational success. In the current work setting, especially post-COVID-19 

disruptions, performance became a concept with multiple aspects. It includes productivity, collaboration, 

flexibility next to emotional maturity. According to (Koopmans et al., 2013), employee performance has 

three core dimensions - task performance, contextual performance in addition to adaptive performance. 

Task performance is how well an employee does duties directly linked to the role. It has outputs that one 

can measure - meeting deadlines, reaching targets along with keeping up work quality. Contextual 

performance includes behaviors that help the workplace’s social and psychological setting. It includes 

working together with colleagues, assisting new team members as well as showing initiative. (Koopmans 

et al., 2013; Shao et al., 2021). 

Adaptive performance becomes more important in a business environment that often changes. It 

describes employee responses to change, employee management of uncertainty as well as employee 

learning of new skills. Workplaces become more digital, customer expectations change plus employees 

must adjust continuously to new tools, new processes and new situations in addition to doing their jobs 

well (Yuan & Li, 2022). Recent frameworks add two more aspects: counterproductive work behaviors 

(CWB) and innovative performance. CWB has behaviors that cause harm to the organization, like 

absenteeism, conflicts between workers or resistance to change (Devonish, 2021). Innovative 

performance shows how employees contribute ideas that are new or how employees improve processes 

that are existing. This is seen in problem-solving done proactively or experimenting with other 

possibilities (Vera et al., 2021). 

Performance is no longer a linear measure as it is influenced by how employees manage stress and 

handle dynamic challenges. And in all these areas emotional intelligence is emerging as a crucial enabler. 
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6. Discussion and Analysis 

A clearer understanding develops about the connection between emotional intelligence and employee 

performance in service-driven, people-oriented sectors. In retail, hospitality as well as customer care this 

is evident. Employees must follow instructions, but they must also think quickly, understand customer 

feelings next to act professionally despite stress. Recent research indicates employees with greater 

emotional intelligence often perform better across multiple performance dimensions. This comes from 

(Khoshhal and Atashpour, 2023), plus (Simson and Kinslin, 2024). Communicating with clarity, 

listening in an active way in addition to addressing conflict in a constructive manner occurs with 

employees having emotional intelligence. These interpersonal skills enable better teamwork, reduce 

conflict between teams along with help create a more positive work setting. All this connects to better 

performance results. Also, emotional intelligence improves stress management. This is important in fast-

paced or high-pressure roles.  

Employees who can recognize their emotional triggers, regulate their responses and remain composed are 

better able to manage workload, meet deadlines and avoid burnout (Saleem et al., 2022). This ability to 

“stay calm under pressure” is a hallmark of consistent high performers. Another important link lies in 

customer service as a key area of performance in many industries. Emotional intelligence helps 

employees interpret customer emotions and respond with empathy. Research in the Indian retail and 

banking sectors has shown that emotionally intelligent employees provide more satisfying customer 

experiences which in turn improves loyalty and business outcomes (Sharma & Saxena, 2024; Kaur & 

Jaiswal, 2023). 

Leadership and team dynamics also benefit. Emotionally intelligent individuals are more likely to take on 

informal leadership roles, helping colleagues solve problems or resolve misunderstandings. Managers 

with high EI tend to be more approachable, transparent and motivating factors that significantly enhance 

team performance (Coronado-Maldonado & Benítez-Márquez, 2023). 

What’s also noteworthy is that EI influences performance indirectly by increasing job satisfaction, 

organizational commitment and willingness to go beyond one’s formal responsibilities. A supportive 

emotional climate encourages employees to stay engaged, offer help proactively and contribute to team 

success (Raza et al., 2023). 

From an Indian perspective, emotional intelligence is especially relevant in workplaces that are socially 

diverse and culturally nuanced. In post-pandemic workspaces, many Indian firms have integrated 
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emotional intelligence training to help employees deal with uncertainty, remote collaboration and mental 

health challenges (Ganguly & Rathi, 2021). 

Emotional intelligence is not just an individual trait, it acts as a performance multiplier. It influences how 

employees handle their work and interact with colleagues. It is also about how employees respond to 

customers and react to change. In an era where technical skills can be automated, it is emotional 

intelligence that will distinguish high performers from the rest. 

7. Practical Implications 

This research offers actionable insights for organizations seeking to improve employee performance. By 

integrating emotional intelligence into workplace practices we get better outcomes. Each implication 

below addresses a specific operational area: 

1. Emotional Intelligence in Recruitment.  

Organizations ought to evaluate emotional intelligence in the recruitment process to pinpoint candidates 

who possess robust interpersonal and self-regulation abilities. Utilizing EI-centered tools such as 

behavioral interviews, psychometric evaluations, or emotional competence assessments can aid in 

confirming that new employees are not only technically proficient but also emotionally aware (Khoshhal 

& Atashpour, 2023). This is particularly crucial for positions in customer service, sales, or collaborative 

settings, where individuals with high emotional intelligence are more inclined to deliver consistent 

performance and adjust effectively to evolving workplace dynamics. 

2. Targeted EI Training Programs.  

Regular training programs designed to build emotional intelligence competencies such as empathy, 

emotional regulation and active listening can significantly enhance employee performance. Training 

should include real-life role-playing, reflection exercises and personalized feedback to make it more 

effective. Studies have shown that EI training leads to improved communication, decision-making and 

stress management at work (Simson & Kinslin, 2024). Such interventions are particularly beneficial in 

sectors like retail, where emotional labor is high. 

3. Emotionally Intelligent Leadership Development.  

Leaders who demonstrate emotional intelligence contribute to higher team morale, trust and 

collaboration. Leadership development programs should emphasize self-awareness, empathy and 



         The Academic                                                                            Volume 3 | Issue 12 | December 2025 

Mrs. Shree Bala Gupta, Dr. Alka Lalhall, Mr. Rajeev Ranjan Choubey                                      Page | 180 

emotional regulation alongside technical and strategic skills. According to (Coronado-Maldonado and 

Benítez-Márquez, 2023), emotionally intelligent leaders not only inspire their teams but also model 

emotionally appropriate responses which create a stable and motivating environment that enhances 

overall team performance. 

4. Fostering Emotionally Supportive Work Culture.  

A culture that values emotional well-being can amplify the effects of employee emotional intelligence. 

Organizations should foster psychological safety, open communication and a recognition-based culture to 

encourage emotional expression and mutual respect (Tadesse Bogale & Debela, 2024). This kind of 

environment improves collaboration, reduces stress-related conflicts and promotes healthier interpersonal 

relationships, all of which contribute to improved job performance. 

5. Improving Customer Service Through EI.  

Customer-facing roles greatly benefit from emotionally intelligent employees. Retail, hospitality and 

healthcare sectors should prioritize EI development to enhance service quality. Employees trained to 

recognize and respond to customer emotions with empathy are more likely to resolve complaints 

effectively and create positive brand experiences (Sharma & Saxena, 2024). Emotional attunement in 

service settings directly correlates with customer satisfaction, loyalty and business retention. 

6. Supporting Stress Management and Change Adaptability.  

EI helps employees manage workplace stress especially during transitions such as digital transformation 

or organizational restructuring. High-EI employees are better equipped to cope with uncertainty, regulate 

emotional responses and adapt to new work demands. Organizations can support this by integrating 

emotional wellness modules into their change management strategies. (Saleem et al., 2022) found that a 

strong EI foundation significantly reduced performance dips during high-stress periods such as the 

COVID-19 pandemic. 

7. Enhancing Performance Management Systems.  

Performance management frameworks should move beyond metrics and incorporate emotional 

intelligence as a developmental goal. Feedback mechanisms can include EI-focused discussions, 

encouraging employees to reflect on interpersonal dynamics, emotional control and self-motivation. 

Recognizing and rewarding emotionally intelligent behavior such as conflict resolution or empathetic 

client handling can promote a more balanced and effective performance culture (Raza et al., 2023). 
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8. Improving Organizational Commitment and Retention.  

Employees who perceive emotional understanding and support are more inclined to remain dedicated to 

the organization. Emotional intelligence cultivates a sense of belonging and purpose which are 

significant indicators of long-term retention. Organizations that promote emotional intelligence through 

mentorship, constructive feedback, and wellness programs typically witness reduced turnover rates and 

enhanced employee loyalty (Ganguly & Rathi, 2021). Integrating emotional intelligence into the core 

values of the workplace can effectively function as a strategy for long-term employee retention. 

8. Conclusion 

This study investigated the connection between emotional intelligence (EI) and employee performance, 

emphasizing the considerable impact EI has on individual accomplishments and workplace success. 

Recent research and various analyses indicate that EI positively influences a range of work-related 

behaviors and outcomes, such as communication, collaboration, motivation, leadership, job satisfaction, 

and organizational loyalty (Doǧru, 2022; Grobelny et al., 2021; Pirsoul et al., 2023).  

Since EI encompasses a range of skills which enables employees to better manage their emotions, 

understand the feelings of others, and navigate complex relationships. These skills are crucial in today’s 

increasingly team-focused and dynamic work environments (Goleman, 1995; Matta & El Alam, 2023). 

Whether you are in a front-line role or at the top of the organization and being able to notice and react to 

emotions can really boost how well people perform, create a safer environment and improve the culture 

at work (Zhang & Wang, 2023). When companies make emotional intelligence a part of their hiring, 

training and leadership development they often notice better performance from individuals and an overall 

increase in teamwork and resilience (Chong Sin & Kathiarayan, 2023; O.C. Tanner, 2025). New studies 

show that leaders who are emotionally aware are changing the way organizations handle important 

decisions, adapt to changes and involve employees (Center for Creative Leadership; Dilan Consulting, 

2025). 

There’s still plenty to explore when it comes to emotional intelligence (EI), even with all the research 

that’s been done. Future studies could look into how EI works with things like culture, age differences, 

and specific industries. It would also be useful to see how EI-focused programs affect performance over 

time. Plus, researchers should keep working on ways to measure EI more accurately and reliably in 

different workplace settings (Grobelny et al., 2021). 
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To wrap things up, emotional intelligence isn't just an extra skill; it's a key part of having great 

interactions at work and achieving lasting success. Companies that understand and nurture EI at every 

level will likely be more successful in a world where emotional and social skills matter just as much as 

technical know-how (Doǧru, 2022; Pirsoul et al., 2023). 
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