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Abstract: Emotional Intelligence is a set of qualities and 
competencies that captures a broad collection of 
individual skills and dispositions, usually referred to as 
soft skills or inter and intra-personal skills, that are 
outside the traditional areas of specific knowledge, 
general intelligence, and technical or professional skills. 
Emotions are an intrinsic part of our biological makeup, 
and every morning they march into the office with us 
and influence our behavior. Emotional intelligence 
consists of five factors: Knowing one's emotions, 
managing emotions, motivating oneself, recognizing 
emotions in others, and handling relationships Goleman 
(1995). Researchers today are interested in finding the 
effects of emotional intelligence on employees and 
thereby, organizations, and analyzing the various other 
facets of EQ. Emotional intelligence improves individual 
and organizational performance. It plays a significant 
role in the kind of work an employee produces, and the 
relationship he or she enjoys in the organization.   Work 
  Life Balance is a challenging issue for IT leaders, 
managers and has also attracted the attention of 
researchers.  This study is an attempt to contribute afresh 
with a new perspective to the field of human resources 
and behavioral sciences with special reference to 
emotional intelligence in relation of employees work life 
balance in IT organizations. It is also an earnest attempt 
to bridge the gap especially in this area by highlighting 
the relevance and importance of work   life balance and 
emotional intelligence to leadership, senior management, 
individual and organizations and hoping this study will 
initiate a series of serious and productive discussion on 
the subject. The purpose of this study is to examine the 
positive impact of emotional intelligence on the job 
performance in corporate sector and to explore the 
relationship between emotional intelligence and sources 
of occupational stress and outcomes on a sample of 
professionals. 

Our study intends to fulfill this gap, by hypothesizing 
that, employee's perception on quality of working life, 
depends on his/her emotional intelligence. The inductive 
and deductive analysis of an exhaustive literature on 
emotional intelligence and quality of working life has 

revealed that irrespective of any reference/model 
considered for defining EI, it will have relevance for 
developing one's perceived QWL. The study has also 
identified the contextual moderation of some of the 
behavioral and attitudinal dimensions like relationship 
management, organizational citizenship behavior, job 
satisfaction, affective commitment, stress management 
and performance, as interlinking variables between EI 
and QWL. Therefore it is concluded that any HRD 
program intended for improving the employees 
perception on quality of working life in the 
organizational setting should focus on their emotional 
intelligence training, for the appraisal of emotional 
connection to the content and context of their work. 

Keywords: Work-life balance, Stress management and 
IT Industry 

Introduction 

Emotional intelligence refers to the ability to perceive, 
control, and evaluate emotions. Some researchers 
suggest that emotional intelligence can be learned and 
strengthened, while others claim it is an inborn 
characteristic. A number of testing instruments have 
been developed to measure emotional intelligence, 
although the content and approach of each test varies. If 
a worker has high emotional intelligence, he or she is 
more likely to be able to express his or her emotions in a 
healthy way, and understand the emotions of those he or 
she works with, thus enhancing work relationships and 
performance. Emotional Intelligence is not about being 
soft! It is a different way of being smart - having the 
skill to use his or her emotions to help them make 
choices in the moment and have more effective control 
over themselves and their impact on others.  

Emotional Intelligence allows us to think more 
creatively and to use our emotions to solve problems. 
The emotionally intelligent person is skilled in four 
areas: Identifying emotions, using emotions, 
understanding emotions, and regulating emotions.  
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The term Emotional Intelligence is only a few years old. 
It originally developed during the 1970s and 80s by the 
work and writings of psychologists Howard Gardner, 
Peter Salovey and John Mayer. EI first appeared in 1985 
in a doctoral dissertation by Wayne Leon Payne, which 
he entitled “A Study of Emotion:  Developing Emotional 
Intelligence.” His thesis on emotional intelligence 
included a framework to enable people to develop 
emotional intelligence. Payne asserted that many of the 
problems in modern civilization stemmed from a 
suppression of emotion and that it was possible to learn 
to become emotionally intelligent. Later it was coined by 
Daniel Goleman, who wrote the pioneering book on the 
subject. He actually co-authored it with his wife, Tara, 
triggered by sitting through many frustrating business 
meetings with her. Emotional Intelligence then appeared 
in a series of academic articles authored by John D. 
Mayer and Peter Salovey (1990, 1993). These 
publications generated little attention. Two years later, 
emotional intelligence entered the mainstream with 
Daniel Goleman’s (1995) best-seller Emotional 
Intelligence: Why It Can Matter More Than IQ and 
subsequent articles in USA Weekend and Time 
Magazine (October 2, 1995). More recently, Goleman's 
latest book, working with Emotional Intelligence (1998), 
has caught the attention of human resource practitioners. 
Although the term ‘emotional intelligence’ was not used, 
it is evident that the groundwork for the research was set 
in motion long before any official work on emotional  
intelligence.   

The Importance of Emotional Intelligence in the 
Workplace 

Emotional intelligence can have a significant impact on 
your professional career. That’s why it’s vital to 
understand what it is, and its importance in the 
workplace. People have different personalities, 
emotional capabilities and strengths, and these factors 
can greatly impact the way they work. 

What is emotional intelligence? 

Emotional intelligence (or EQ) is the ability to know and 
manage one’s emotions, as well as the emotions of 
others. EQ is emotional awareness – the ability to 
control emotions and apply them to everyday tasks. A 
person with high EQ is said to be ideal in a leadership 
position. 

Scope of the Study  

The scope of the study is to increase the employee’s 
emotional intelligence at work place and to help in 

future, why some employees are outstanding performers 
while others are not. Emotional Intelligence calls for 
recognizing and understanding of the issues in the 
organizations. On the basis of the results organization 
can choose a strategy and actions to improve the 
performance of their employees.    

Need for the Study  

Emotional Intelligence helps the employees to increase 
their emotional self-awareness, emotional expression, 
creativity, tolerance, trust and integrity, improve 
relations within and across the organization and thereby 
increase the performance of each employee and the 
organization as a whole. “Emotional intelligence is one 
of the few key characteristics that give rise to strategic 
leaders in organizations”. Emotional intelligence plays a 
significant role in the organization and becomes an 
important criterion of evaluation for judgment of an 
effective employee, increases productivity and trust 
within and across the organization.   

Objective of the Study  

The objectives of the study are as follows as  

1. To examine the determinants of emotional 
intelligence of employees at work place  

2. To know the extent of employees awareness 
towards emotional intelligence 

Significance of the study 

Emotional capital is the capital possessed by the 
employees in terms of emotions used by employees to 
add values to the organization to make it more human 
and positive. It describes the emotional attachment of the 
employees while taking the decision by using their 
knowledge with combination of heart. It also specifies 
dynamic and deadly business emotions of the employee. 
Emotional quotient describes the command over the 
emotions while dealing with the various persons in the 
business like customer, shareholders, suppliers etc. It can 
be used as a tool to deal with various parties involved in 
the business. 

Review of literature 

In India no such literature is available on the topic. But 
many foreign writers have presented their valuable views 
on this topic. In the existing magazines and in some 
journals there are some articles available for the value 
addition. It is helpful for upgradation of knowledge upto 
a valuable extent. 
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Sánchez-Ruiz, Jose, Carlos, Prez-Gonzlez and Petride 
(2016) “Trait emotional intelligence profiles of students 
from different university faculties” had examined the 
trait emotional intelligence (trait EI or trait emotional 
self-efficacy) profiles of 512 students from five 
university faculties: technical studies, natural sciences, 
social sciences, arts, and humanities. Using the Trait 
Emotional Intelligence Questionnaire, researchers 
hypothesised that (a) social sciences would score higher 
than technical studies in Emotionality, (b) arts would 
score higher than technical studies in Emotionality, (c) 
arts would score lower than technical studies in 
Selfcontrol, and (d) there would be an interaction 
between gender and faculty, whereby female students 
would score higher than male students within the social 
sciences only. Several other exploratory comparisons 
were also performed. Results supported hypotheses (a), 
(b), and (d), but not hypothesis (c), although the 
differences were in the predicted direction.  
 

Nelis, Quoidbach, Mikolajczak and Hansenne (2015) 
“Emotional Intelligence Interventions to Increase 
Student success” focused on the construct of emotional 
intelligence (EI) which refers to the individual 
differences in the perception, processing, regulation, and 
utilization of emotional information. This study 
investigated, using a controlled experimental design, 
whether it is possible to increase EI. Participants of the 
experimental group received a brief empirically derived 
EI training while control participants continued to live 
normally. The researchers found a significant increase in 
emotion identification and emotion management abilities 
in the training group. Follow-up measures after 6 months 
revealed that these changes were persistent. No 
significant change was observed in the control group. 
These findings suggest that EI can be improved and open 
new treatment avenues.  

Hopkins & Bilimoria (2014) in his study “Social and 
Emotional Competencies Predicting Success for Male 
and Female Executives” explored the relationship 
between emotional and social intelligence competencies 
and organizational success. The study illustrates not 
much of differences between male and female leaders in 
their demonstration of emotional and social intelligence 
competencies and also found that when it comes to 
competency demonstration most successful men and 
women were more the same than different.  

Koman, E. S., & Wolff, S. B. (2013) “Emotional 
intelligence competencies in the team and team leader: A 
multi-level examination of the impact of emotional 
intelligence on team performance”. This study examines 

the relationships among team leader EI competencies 
and team performance. The study was conducted on 349 
aircrew and maintenance military team members 
participated, representing 81 aircrew and maintenance 
teams. Results shows that team leader EI is significantly 
related to the presence of emotionally competent group 
norms (ECGN) on the teams they lead, and that ECGN 
are related to team performance.  

Carmeli and Josman (2012) “The relationship among 
emotional intelligence, task performance and 
organizational citizenship behaviors”. This research 
suggests possible connections between emotional 
intelligence and positive performance in the workplace. 
Researchers explored two essentials of the leader: 
altruism and general compliance could be the reasons 
that maintain the leader’s respect from subordinates and 
could, therefore, impact subordinates’ willingness to 
conscientiously perform work for the leader. Researchers 
conducted a study on 215 employees in different 66 
organizations in Israel to see if there was a connection 
between emotional intelligence with both altruistic 
behavior and compliant behavior. Data was collected 
from subordinates and supervisors, as well as the 
participants, themselves. Their findings suggest that both 
altruism and compliance were related to task 
performance.  

Goleman (2010) “Working with emotional intelligence” 
Competency research in over 200 companies and 
organizations worldwide shows that about one-third of 
the difference is due to technical skill and cognitive 
ability while two-thirds is due to emotional competence. 
(In top leadership positions, over four-fifths of the 
difference is due to emotional competence).   

Bar-On’s (2007) “The Bar-On Emotional Quotient 
Inventory (EQ-I): A test of emotional Intelligence”. This 
study portrays social responsibility and empathy as 
specific interpersonal skills. Goleman’s 2005 model 
includes the same empathic awareness and attunement. 
Knowing these varying EI models, the study of the 
relationship of EI to moral/ethical behavior and to values 
has been inconsistent. The moral/ethics/values 
dimensions are often described as part of the basis for 
educational programs involving EI. A well designed 
empirical research in this area is very much a necessity.  

Research Methodology 

The study is descriptive in nature; relevant data has been 
collected from both primary and secondary source of 
information. . Random sampling method was used to 
collect data from 150 respondents in the organization. 
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The data was collected through structured questionnaire 
which was divided into two parts. Respondents were 
asked to reveal their personal characteristics in the first 
part of the questionnaire i.e. age, education, income, 
marital status and second part of the questionnaire is to 
measure the emotional intelligence level of employee, 
constructed by Goelman. The Secondary Data were 
collected from various journals, articles, research reports 
etc. 

Statistical tools and methods used for the study 

This was a cross-sectional, analytical study. The units of 
study were 50. The study participants were selected by 
simple random sampling using a random number table. 
They were contacted personally, the purpose of the study 
was explained, and a good rapport was established. 
Sufficient time was spent with each participant to 
explain the purpose of the study, and doubts, if any, were 
clarified. An informed written consent was taken from 
those who were willing to participate. The participants 
were requested to provide correct and complete 
information and were assured that the individual 
information collected would be kept strictly confidential. 

Data collection was done using the following tools: 1) 
Demographic data was collected using a pre-tested semi-
open-ended questionnaire. 2) Emotional intelligence was 
measured using the Schutte Self-Report Emotional 
Intelligence Test. It is a 33 item validated, self-reported 
measure of emotional intelligence developed by Schutte, 
et al. based on the EI model proposed by Salovey and 
Mayer. Participants’ response to each question is based 
on a 5-point Likert scale ranging from strongly disagrees 
to strongly agrees. The total score ranges from 33 to 165. 
The scale comprises four subscales that consist of: a) 
perception of emotion, b) managing one's own emotions, 
c) managing others’ emotions, and d) utilisation of 
emotions. The sum of these four subscales gives the total 
emotional intelligence score of the individual.  

The major findings of the study were:  

1. The three major behaviors of work that interferes 
with personal life were unhappiness with the 
amount of time for non work activities followed by 
missing personal activities due to work and putting 
personal life on hold because of work. 

2. The two major factors impacting work life balance 
of IT employees are feeling exhausted at the end of 
days work and quitting their jobs or taking a career 
break because of work life balance issues.  

3. The major work related factor interfering with 
personal life were, carrying cell phone or a pager so 
that the employees can be reached after normal 
business hours and checking e-mail or voice mail at 
home after returning from work. 

4. The highest difference was noticed in Work from 
home all the time, followed by part time work. The 
least difference was found in paid leave of absence 
for education and paid paternity leave. In case of 
paid maternity leave the prevalence of it was found 
to be higher than the awareness of the work life 
balance programs. 

5. Usage of work life balance programs like part time, 
work from home all the time, career breaks and 
brief paid sabbatical of 12 months had higher level 
of risk involved to an IT employee’s position. 
Whereas flexible work schedules, paid paternity 
leave, work from home occasionally and paid 
maternity leave had less risk involved to an IT 
employees position. 

6. IT employees were more likely to use work life 
balance programs like flexible work schedules 
followed by work from home occasionally, paid 
leave for sick family member i.e. (parent, child, 
spouse) and paid paternity leave.  

7. It was found that IT employees were high on 
regulation of emotion in the self, followed by 
appraisal and recognition of emotion in others, use 
of emotion to facilitate performance and appraisal 
and expression of emotion in the self. 

8. It was found that Level of risk to an employee’s 
position with the usage of work-life balance 
programs has a strong correlation with appraisal and 
expression of emotion in self, use of emotions to 
facilitate performance and appraisal and recognition 
of emotion in others.  

9. Use of emotions to facilitate performance 
negatively influenced factors impacting work life 
balance. 

10. Appraisal and recognition of emotion in others had 
a significant influence on work related factors 
interfering with personal life. 

11. Appraisal and expression of emotion in the self 
negatively influenced level of risk to an employee’s 
position with the usage of work-life balance 
programs. Regulation of emotion in the self 
positively influenced level of risk to an employee’s 
position with the usage of work-life balance 
programs. 
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12. Significant differences were found between gender 
and work interference with personal life, work 
related factors interfering with personal life and 
level of risk to an employee’s position with the 
usage of work-life balance programs. All the three 
variables were higher for men as compared to 
women.  

13. Significant differences were found between age and 
work related factors interfering with personal life. 
Work related factors interfering with personal life 
were highest for the 35- 45 years age group, 
followed by the 45- 55 years age group and was 
lowest for employees above 55 years.  

14. Significant differences were found between marital 
status and work related factors interfering with 
personal life and likelihood of usage of work-life 
balance programs. Work related factors interfering 
with personal life were higher for married IT 
professionals as compared to single or unmarried IT 
professionals. Further married IT professionals 
were more likely to use work-life balance programs 
as compared to single or unmarried IT 
professionals. 

15. Significant differences were found between 
management level and work interference with 
personal life, factors impacting work life balance 
and work related factors interfering with personal 
life. Work interference with personal life was 
highest for IT professionals at the middle 
management level and lowest for junior level 
management. Factors impacting work life balance 
was highest for both junior and middle management 
IT professionals and lowest for senior management 
IT professionals. Finally work related factors 
interfering with personal life were highest for senior 
management IT professionals and lowest for junior 
level management IT professionals. 

16. Significant differences were found between years in 
present position and work interference with 
personal life, work related factors interfering with 
personal life and likelihood of usage of work-life 
balance programs. Work interference with personal 
life and Work related factors interfering with 
personal life were highest for IT professionals who 
were in the same position for six and more years. IT 
professionals who were in the same position for 
about four years were more likely to use work-life 
balance programs. 

17. Significant differences were found between overall 
experience and work interference with personal life 
and work related factors interfering with personal 

life. Both the variables were highest for IT 
professionals with 10-20 years of overall experience 
and lowest for IT professional with 2- 5 years of 
overall experience. 

 

Conclusion 

With the 24*7 data connectivity and the 4G Spectrum 
reaching every nook and corner of the country, the work-
life spill over has considerably increased the stress 
induced diseases, such as lifestyle borne illnesses 
affecting their health resulting in  more stress, poor body 
posture resulting in spinal & cervical related headaches, 
muscle tension, migraines, weight gain and depression. 
This paper attempted to measure the emotional 
intelligence, work life balance and strategy to handle 
stress of 150 IT professionals, and could measure 
employees’ work–life balance. The paper was successful 
in capturing the crying ask from the IT Professionals to 
have a better work life environment and a focused 
personal approach to have a balanced lifestyle. Male or 
female, any professional who is living in a family set up 
or alone independent needs to juggle between the 
obligations towards the family and expectations of the 
organisation. There is a constant struggle to maintain a 
balance between work and family which can have 
serious implications on the life of an individual by 
affecting their well-being and overall quality of life. 
There is an extensive demand from employees for the 
right to balance work and home life in today’s busy 
world where finding time for oneself seems impossible, 
but the emotional stability, mindfulness, health and 
wellness programs can, for sure help in balancing their 
personal and professional life. A lot of hobby groups and 
activities such as biker’s club, cyclists, mountaineers, 
adventure sports, seasonal entrepreneurial stints are 
some of the ways the millennial are exploring to manage 
the stress in life.    
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