Volume 10, Issue 11, November — 2025 International Journal of Innovative Science and Research Technology
ISSN No:-2456-2165 https://doi.org/10.38124/ijisrt/25nov499

Impact of Emotional Intelligence on Employee
Behavioural Outcomes: A Study of Laralek
Ultimate Limited

Alechenu-John!; Gloria Olajesu?

Publication Date: 2025/11/25

How to Cite: Alechenu-John; Gloria Olajesu (2025) Impact of Emotional Intelligence on Employee Behavioural Outcomes: A
Study of Laralek Ultimate Limited. International Journal of Innovative Science and Research Technology, 10(11), 1376-1416.
https://doi.org/10.38124/ijisrt/25nov499

IJISRT25NOV499 WWW.ijisrt.com 1376


https://doi.org/10.38124/ijisrt/25nov499
http://www.ijisrt.com/
https://doi.org/10.38124/ijisrt/25nov499

Volume 10, Issue 11, November — 2025 International Journal of Innovative Science and Research Technology
ISSN No:-2456-2165 https://doi.org/10.38124/ijisrt/25nov499

ACKNOWLEDGEMENTS

First and foremost, my profound gratitude goes to my Abba Father and Eternal Friend for the grace, strength, wisdom and
the opportunity to complete this research.

I would like to recognize and acknowledge my supervisor Prof. Adeniji A. A. for her progressive guidance and instruction
throughout this research. In addition, my heartfelt appreciation to Dr Paul Salau for your kind gestures and consistent assistance all
through this journey, words are not sufficient to thank you sir.

I also express my profound gratitude to my husband, John Alechenu, for your love, and amazing support. To my parents, Dr
and Mrs. JMO Ekundayo for being my ever-present source of encouragement and for their relentless prayers and efforts to helping
me succeed all through life. To my siblings, Samuel, Elizabeth, Grace, Blessing, Chukwuma, Ehigocho; I’'m grateful for the love
and support you all always provide.

IJISRT25NOV499 WWW.ijisrt.com 1377


https://doi.org/10.38124/ijisrt/25nov499
http://www.ijisrt.com/

Volume 10, Issue 11, November — 2025 International Journal of Innovative Science and Research Technology
ISSN No:-2456-2165 https://doi.org/10.38124/ijisrt/25nov499

ABSTRACT

Emotional intelligence transcends the skill of self-awareness and being aware of others. This study generally seeks to
examine the need for emotional intelligence skills in achieving expected employee behavioural outcomes. This study
adopted a descriptive design because it sought to answer the why, when and how emotional intelligence skill has influenced
the behavioural outcomes of employees. A total of one hundred and ninety-six (196) copies of the questionnaire were
randomly administered to employees in the Laralek Ultimate Nigeria. One hundred and fifty (150) copies of the
guestionnaire were retrieved, which amounted to a 77% response rate. This research shows that emotional intelligence has
a positively significant influence on employees' behavioural outcomes. The findings illustrate that leaders should note the
relationship between EIl behavioural competencies and company success. This study recommended that employees’
emotional intelligence can be improved by training employees regularly to improve positive attitudes and behaviours. This
study established that individuals with a higher level of emotional intelligence exhibit higher levels of performance
outcomes. The study established that to facilitate employees’ behavioural outcomes, it may be beneficial for organisations
to recruit emotionally intelligent managers.

Keywords: Emotions, Emotional Intelligence, Behavioural Outcome, Organizational Performance.

IJISRT25NOV499 WWW.ijisrt.com 1378


https://doi.org/10.38124/ijisrt/25nov499
http://www.ijisrt.com/

Volume 10, Issue 11, November — 2025 International Journal of Innovative Science and Research Technology

ISSN No:-2456-2165 https://doi.org/10.38124/ijisrt/25nov499
TABLE OF CONTENT
TITLE 1376
ACKNOWLEDGEMENTS 1377
ABSTRACT 1378
TABLE OF CONTENT 1379
CHAPTER ONE INTRODUCTION 1380
CHAPTER TWO LITERATURE REVIEW 1386
CHAPTER THREE METHODOLOGY 1397
CHAPTER FOUR RESULTS AND DISCUSSION 1401
CHAPTER FIVE SUMMARY, CONCLUSION AND RECOMMENDATION 1410
REFERENCES 1413
APPENDIX 1415

IJISRT25NOV499 WWW.ijisrt.com 1379


https://doi.org/10.38124/ijisrt/25nov499
http://www.ijisrt.com/

Volume 10, Issue 11, November — 2025 International Journal of Innovative Science and Research Technology
ISSN No:-2456-2165 https://doi.org/10.38124/ijisrt/25nov499

CHAPTER ONE
INTRODUCTION

» Background to the Study

Organizations are characterized by some concerns such as workforce diversity, poor communication and feedback, financial
management, regulating employee performance, recruiting the right talent and employer branding and so on. Employee
behavioural outcomes can be traced as one of the concerns. History records that one of the major challenges organizations face is
their human resources (Nasir, 2017). Organizations are made up of people, and these people are the significant resources among all
the resources that organizations possess; they are assets that organizations cannot do without. Human resources have been seen as
the most difficult to acquire, retain and manage. People’s behaviours are analyzed by several sciences (Rosenstiel, 2011).
Employees’ beliefs, values and personal alongside corporate culture influence the way employees to communicate and interact
with themselves and with the management in the workplace. Some of the major influential elements of employees’ behaviour
include external and internal forces, of which the external elements are: the environment, technology and laws or regulations.

Employee behavioural outcomes entail the result of individuals’ behaviours in organizations, influenced by several factors
such as culture, values, experiences and also by an organization’s culture (Mckinney, 2015). Employee behavioural outcomes can
either be positive or negative (Offorbike, Nnadi & Agu, 2018). Emotional intelligence stands among the critical skills necessary for
regulating and managing human resources in any organization. According to Osibanjo, Abiodun, Salau, Adeniji, Falola and Alimi
(2018), employee behavioural outcomes can be measured positively by employee engagement, job satisfaction and employee
involvement in decision making. Other positive behavioural outcomes include employee commitment, employee cooperation,
employee trust and loyalty and employee turnover intention.

On the other hand, there are other employee behavioural tendencies: presentism, absenteeism and cynicism (Waribo,
Akintayo, Osibanjo, Imhonopi, Ibidunni & Fadeyi, 2020). Employees are known to display negative behaviours in the workplace.
Examples of some prevalent negative or worrisome employee behavioural tendencies in the workplace include poor job
performance, disengagement from duties, poor social or interpersonal skills, poor team cooperation and inadequate response to
coaching or leadership. Deviant behaviour refers to a “voluntary behaviour that violates significant organizational norms and in so
doing threatens the well-being of an organization, its members, or both” (Lugosi, 2019). All of these highlighted outcomes
6influence the operational conditions of a company and can promote either negative or positive consequences.

Emotional intelligence is a vital skill required of every organization’s management in relating and dealing with employees
because it provides them with the ability to perceive, understand and manage the emotions and feelings of the employees ().
Emotional intelligence could serve as a tool for controlling or influencing the behaviours of employees in the workplace (Gunu &
Oladepo, 2014). Emotional intelligence plays a vital role in the relations between staff and managers and their behaviours in the
organization (Narayanan, 2016). Emotional intelligence refers to the potential within a person to feel, use, communicate,
recognize, remind and describe emotions (Mohyi, 2021). The ability to manage emotions can contribute positively to the quality
of socialization in an organization (Narayanan, 2016). When employees have a positive behaviour or disposition towards their work,
and towards achieving the organization’s goals and objectives, this can be relative to realizing organizational productivity. This
study aims to identify the need and evaluate how emotional intelligence can be a vital tool in impacting employees’ behaviour.
Achieving optimal and efficient employee performance is a major and constant goal many organizations have. This can be
achieved when employees’ behaviours are appropriately managed and controlled using emotional intelligence skills.

According to Narayanan (2016), Salovey and Mayer (1990) defined emotional intelligence as the representative ability of
people to deal with their emotions and also the ability to look up to one’s feelings, including that of others. Emotional intelligence
is the ability to manage one’s own emotions and to handle that of others. Emotional intelligence is also referred to as a skill
(Gupta & Bajaj, 2017). According to Serrat (2017), emotional intelligence refers to the ability, capacity, skills or self-perceived
ability to identify, assess and manage the emotions of one’s self, of others and groups. Gunu and Oladepo (2014) opined that
emotional intelligence is the ability to recognize our feelings and the feelings of others and manage our emotions as a contributing
factor to employees’ work performance because most jobs require the ability to manage emotions.

Research depicts that people who possess a high degree of emotional intelligence know themselves well enough and possess
the skill and ability to recognize the emotions of others (Narayanan, 2016). Emotional intelligence is known as a behavioural model
utilized in regulating and managing individuals’ behaviour. It is often measured as EQ, implying an emotional intelligence quotient
(Serrat 2017). In recent times, emotional intelligence has become intensively relevant to fundamental work-related behavioural
outcomes, which are namely, employee performance or productivity, organizational productivity, employee development, due to
its principles which are prominent in promoting new and strategic ways to understanding and assessing the behaviours, attitudes
and disposition of individuals both at and towards work. Emotional intelligence, in addition, has also become an effective tool for
human resource planning, learning and development, recruitment and selection processes, customer relationship management,
among others.
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Individuals are diverse in terms of personality traits, wants, needs, interests, passion, and emotional disposition, and all of these
elements serve as influential factors to determining individuals’ behaviours and attitudes. This is where emotional intelligence
skills become helpful. In organizations, the development and utilization of emotional intelligence skills by individuals promote
productive and successful employees altogether. The results of developing emotional intelligence skills yield significant benefits
for individuals as well as the organization as a whole in terms of promoting understanding and cooperative employee
relationships, fostering harmonious and peaceful work environment, yielding employee satisfaction, promoting employee loyalty,
fostering employee engagement or involvement and enhances employee turnover intention. Employee satisfaction or job
satisfaction is a feeling or affective response to aspects of a work situation or work position, i.e., it can be linked both to
situational and personal factors (Akintola & Babalola, 2012). Employee loyalty can be referred to as the active behaviours of
employees that demonstrates pride in and support for the organization (Al-edenat & Alhawamdeh, 2018). Employee involvement
refers to a process of employee participation in decision making and problem solving and increasing autonomy in work processes
(Sofijanova & Zabijakin- Chatleska, 2013). Employee turnover intention implies that employees have the thoughts or the plan to
voluntarily leave their current organization (Hussain & Xian, 2019).

Every organization looks forward to having their employees work, operate and perform their duties as expected or required of
them; however, this is not the case with some organizations’ employees. The question and issue regarding the management of the
human resources of organizations for the purpose of achieving effective behavioural results of employees using emotional
intelligence skills, is the focus of this research. This paper will inform managers and intending managers about the impact of
emotional intelligence skills on employees’ behavioural outcomes in organizations and how the implementation of these skills can
facilitate effective, efficient and positive employees’ behavioural outcomes. This study will be conducted using the employees of
Laralek Ultimate Limited as a case study.

» Statement of the Research Problem

In recent times, organizations face problems regarding employee turnover and absenteeism (Narayanan, 2016).
Organizations are made up of individuals holding different job roles and duties; however few organizations experience positive
behaviours emanating from their workers when compared with behaviours expected of them by the organization. Negative
behaviours by employees are also known as deviant behaviours. The word ‘deviant’, is from a Latin word ‘deviatio’; which
implies an abnormality of something (llinskaya, 2019). In recent times, deviant behaviour has become a frightening issue. An
increasing number of individuals are displaying abnormal and inappropriate behaviours and are thus destabilizing the
environment, productivity and progress of the organization. According to Egemen (2018), deviant behaviour can be referred to as a
behaviour different from the norm. Increasing deviant behaviours among employees in the workplace and the consequences are
challenges organizations have been dealing with that must constantly be checked, regulated and properly managed. However,
studies have shown that job satisfaction and increased performance can be facilitated by knowing and understanding each
employee’s feelings towards others and the organization at large (Narayanan, 2016).

Employee behaviours are characterized with several problems that can affect other individuals in the organization and
alternate the thrive of organizational goals and objectives. There are wide ranges of behaviours exhibited by employees in the
organization. These behaviours can either be positive or negative and when employees’ behaviours are not consistent with the
organization’s expectations, it can result in obvious negative consequences to the organization at large; it can either make or mar
the progress of any organization. It is normal for some individuals in an organization to display inappropriate, disruptive or
deviant behaviours; however; curbing, managing and regulating appropriate behaviour in the organization is the duty of managers.

The study lies within the context of understanding the behaviours of employees discovered in the workplace and managers’
inability to identify effective strategies that can aid the curbing, managing, controlling and overhaul of these negative behaviours.
Negative employee behaviour also refers to behaviours that reduce employees’ performance and productivity and increases
employers’ dissatisfaction (Ying & Tzu Ting, 2013). The problem identified in this study is: the challenge managers have in
understanding why employees behave the way they do or why some employees are well behaved and others poorly behaved. It is
argued that some managers have not come to understand their own emotions and feelings; therefore, they cannot understand the
feelings of others and thus fathom the reason behind the behaviours and attitudes of others.

There has been a misconception and a misunderstanding that the sole element controlling the behaviours or attitudes of
employees at work, either positively or negatively, is pay. In other words, employees are prone to dispense positive behaviours
when they’re well renumerated, recognized or compensated, but if otherwise, employees tend to have a negative disposition
towards work and their work environment. examples of these negative or deviant behaviours include: disengagement from work
duty, displaying insolence, gross insubordination and gross misconduct. These negative behavioural outcomes can otherwise be
traced to several factors of which some include: employees job dis-satisfaction, employee demotivation, personal issues, employee
disengagement.

» Research Objectives

This study generally seeks to analyze and explore the need for emotional intelligence skills in achieving optimum employee
behavioural outcomes. However, the specific objectives for this study include to:
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Analyze the connection between self-awareness and employee satisfaction.
Examine the effects of self-regulation and employee involvement.
Investigate the impact of empathy on employee loyalty.

Determine the influence of social skills on employee turnover intention.

» Research Questions

To what extent does self-awareness affect employee satisfaction?
In what ways does self-regulation impact employee involvement?
What is the connection between empathy and employee loyalty?
How are social skills relative to employee turnover?

» Research Hypotheses
e Hypothesis 1

v" HQ - There is no relationship between Self-Awareness and Employee satisfaction. H1 - There is a relationship between Self-
Awareness and Employee satisfaction.

e Hypothesis 2

v" Ho - Self-Regulation has no significant influence on Employee Involvement. H1 - Self-Regulation has a significant influence
on the Employee Involvement.

e Hypothesis 3

v" HO - There is no connection between Empathy and Employee Loyalty. H1 - There is a connection between Empathy and
Employee Loyalty.

e Hypothesis 4

v HO - There is no significant relationship between Social Skills and Employee Turnover Intention.
v' H1 - There is a significant relationship between Social Skills and Employee Turnover Intention.

» Significance of the Study
This study contributes academically to a more entrenched understanding of how emotional intelligence impacts employee
behavioural outcomes, because it specifically examines the models of both subject matters.

The study is also essential in the sense that it informs and enlightens managers on the significance of adopting emotional
intelligence skills in regulating and managing employee behaviours in the organization.

From this research, some construction companies can be more enlightened about ways to develop and promote positive
employee behaviours and curbing employee deviant behaviours by adopting some ideas from the findings of this study.

Moreover, this study will reveal essential knowledge to employees that should not be taken lightly, especially regarding being
aware of themselves and their emotions at work and learning how to manage their emotions and abstain from deviant or
inappropriate behaviours and actions in the workplace.

Not only that, in fact all organizations can benefit from this study because it will enable them understand better why
employees behave the way they do and how these behaviours can be controlled relative to the expectations and requirements of
the organization.

» Scope of the Study

This study is focused on employee behavioural outcomes and it evaluates the range of the independent variables which
includes self-awareness, self-regulation, empathy and social skills. The impact of these variables on employee behavioural
outcomes and its variables which includes employee satisfaction, employee involvement, employee loyalty and employee turnover
intention are assessed in this study.

This research is an analysis that examines and reveals the impact of emotional intelligence on employee behavioural
outcomes; a direct study of the employees at Laralek Ultimate Limited, Lagos State, Nigeria. Laralek Ultimate Limited and its

IJISRT25NOV499 WWW.ijisrt.com 1382


https://doi.org/10.38124/ijisrt/25nov499
http://www.ijisrt.com/

Volume 10, Issue 11, November — 2025 International Journal of Innovative Science and Research Technology
ISSN No:-2456-2165 https://doi.org/10.38124/ijisrt/25nov499

sisters” companies are concerned majorly with the construction of roads and bridges, even though it also has records of building
constructions.

The study looks intently at the influence of emotional intelligence skills in regulating and managing employees’ behavioural
outcomes in the workplace. The study will not be evaluating all employee behavioural outcomes, however, only a few will be
assessed in the context of the independent variables highlighted in this study.

» Operationalization of Research Variables

Operationalization reveals the way and manner in which a research is measured. It depicts and defines the specific variables
utilized by the researcher in the study. In addition, it determines the distinction between the independent and dependent variables
identified in the study. The independent variable refers to the variable that is stable; it has a direct effect on the dependent variable
and it is the variable that the researcher manipulates. The dependent variable can be subject to changes since it depends on the
measured factors or independent variable. The statistical expression for the variables is: y=f(x), where;

Y = Dependent variable

F = Functional analysis

X = Independent variable

Therefore, ‘x” = Emotional Intelligence

‘y’ = Employee Behavioural Outcomes

Resource Therefore; this equation depicts that employee behavioural outcomes is dependent on emotional intelligence.
Thus, Employee Behavioural Outcomes = f (Emotional Intelligence)

Where EBO =y and El = x;

Where x = Emotional Intelligence:

X =x1, X2, x3, x4

x1 - Self-Awareness
x2 - Self-Regulation
x3 - Empathy

x4 - Social Skills

Where y = Employee Behavioural Outcomes:

Y =yl,y2,y3,y4

yl - Employee Satisfaction

y2 - Employee Involvement

y3 - Employee Loyalty

y4 - Employee Turnover Intention
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» Schematic Model
The schematic diagram represents the variables operationalized:
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Fig 1 Schematic Model
Source: Researcher’s Construction, 2021

» Operational Definition of Terms

e Emotions:
Emotions refer to feelings or behaviours influenced by several factors such as mood, environmental
circumstances, people, etc. Examples include: happiness, fear, anxiety, anger, etc.

e Emotional Intelligence:
Emotional intelligence refers to the potential within a person to feel, use, communicate, recognize, remind and describe
emotions. It is the ability to manage one’s own emotions and to handle that of others.

e Employee Behaviour:
Employee behaviour refers to the actions, attitudes, dispositions of workers in an organization towards their job duties or
towards other individuals in the workplace.

o Deviant Behaviour:

Deviant behaviour refers to an employee’s intentional or unintentional disregarding of the norms and expectations of their
organization. Deviant is also referred to as a counterproductive behaviour is a voluntary behaviour that violates significant
organizational norms and in doing so, threatens the well-being of the organization or its members or even both.

e Self-Awareness:

Self-awareness refers to a conscious knowledge of one’s own character, feelings, personality, strengths, weaknesses,
abilities and behaviours.

o Self-Regulation:
Self-regulation can be defined as the ability to control and manage one’s feelings, emotions, thoughts, actions and
behaviours.

o Empathy:
Empathy refers to the ability to recognize, understand and share the feelings of someone else; it is placing oneself in another’s
shoes or circumstance.

e Social Skills:

Saocial skills are skills utilized by individuals in interacting, relating and communicating with others. They can be in
either verbal or non-verbal form.
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o Employee Satisfaction:
Employee satisfaction refers simply to the extent to which an individual is happy with their job role and its relativity to their
personal lives.

o Employee Involvement:

Employee involvement is a belief descriptive of an employee’s present job and tends to describe the level at which an
employee is engaged with their job and their emotional or personal connection with their job. It has to do with an employee’s
emotions playing a role in how an employee sees or treats his or her job.

o Employee Loyalty:
Employee loyalty can be defined as employees’ commitment and devotion to their organization despite any circumstance
resulting from the dynamics of the organizational environment.

o Employee Turnover Intention:

Employee turnover intention refers to the likelihood of an employee to leave the current job he or she is doing or has. It can
be defined as the thoughts of an employee geared towards his or her willingness to leave their current job or organization.
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CHAPTER TWO
LITERATURE REVIEW

A. Introduction

Every organization is mostly concerned about the achievement of their goals and objectives. To achieve this, there has to be
proper and effective management of the major resource in the organization and these are the human beings or individuals working
in an organization. Effective human resource management practices are an essential aspect of every organization that wants to
succeed and it cannot be ignored. When the human resources of an organization are not well regulated or managed, what
characterizes the workforce is inappropriate and deviant behaviours and this can be detrimental to the organization in all
ramifications. However, when the management of an organization takes cognizance of factors that might affect the expected or
required behaviour or attitude of employees towards work negatively and makes effort to regulating and managing these employee
behaviours using appropriate and effective human resource management skills, increased productivity and efficiency will be the
result, both on the part of the employees and the organization at large.

This research’s reviews adopted three categories of framework and they are classified into the Conceptual framework, the
Theoretical framework and the Empirical framework.

B. Conceptual Framework

Conceptual framework refers to the definition of relevant variables for a research study. In a research process, it is done
before a researcher begins to collect data. A conceptual framework is necessary because it provides an understanding of how ideas
in a study relates to one another, in the sense that it makes it easier for the researcher to easily define the concepts highlighted
within the problem of the study (Adom, Hussein & Agyem, 2018). It is developed based on existing studies and theories relative
to the research topic.

e Emotional Intelligence

The concept of emotion and its ability to influence human behaviour existed right from the inception of time. Emotional
intelligence as a concept, became popular with Daniel Goleman’s book which was published in 1995, titled Emotional Intelligence:
Why it can Matter More than 1Q (Odukoya, Omonijo & Oraetue, 2020). The book revealed that there are five essential components
of emotional intelligence and they include: knowing one’s emotions, managing emotions, motivating oneself, recognizing
emotions in others and handling relationships. These five components of emotional intelligence were eventually developed in
Goleman’s second book into four components which have become the main standard for the application of emotional intelligence
in the workplace and these four components includes: self-awareness, relationship management, social awareness and self-
management. According to Goleman (1995), these updated dimensions of emotional intelligence pose as the foundation of
developing other competencies required in an organization.

In Goleman’s definition of emotional intelligence, he explained that emotional intelligence can be referred to as the ability to
understand one’s own feelings, empathize with others’ feelings and the effective regulation of emotions in a way that promotes
harmonious living. It is the skills that enable outstanding results in the workplace. According to Kotsou, Mokilajczak, Heeren,
Gregoire and Lays (2019), the ability to identify, express, understand, manage and use emotions is known as emotional
intelligence. Managers in an organization are expected to regulate and manage all the people resources of the organization for the
purpose of achieving organizational goals, however, this cannot be done effectively without emotional intelligence. A successful
manager, needs to possess a high level of understanding of emotional intelligence and effective emotional intelligence skills. A
good manager should understand, manage and control his or her emotions and also develop the skills in understanding,
sympathizing and empathizing with the emotions of employees in the organization.

Performance

and Behawior

Emotional
Intelligence

L e

Fig 2 Emotional Intelligence
Source: Faltas, (2017)
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Emotional intelligence is an ability to recognize and acknowledge our feelings and that of others. It is recognized as a
phenomenon for regulating and predicting employee work performance and employee behavioural outcomes, because most jobs
require the ability to manage and control emotions (Gunu & Oladepo, 2014). Therefore, without proper management of emotions,
most jobs would not be performed as expected and required by the organization of their employees. According to Narayanan
(2016), the regulation and utilization of the dimensions of emotional intelligence are relative to individuals’ behaviour and that of
the organization at large. Emotional intelligence based on research, has been recognized as a component that plays a vital role
regarding the relations and interactions between employees and managers. Managers with emotional intelligence skills or abilities
perceive and recognize their emotions and understand other people’s emotions for the effective productivity of the organization.
Emotional intelligence has to do with the capacity relative to dealing with and monitoring one’s emotions and that of others.

Emotions and emotional intelligence are separate concepts and should be well distinguished when explaining both concepts.
According to Heather (2021), emotions are developed in our environment, which emanates from circumstances and information
disseminated by elements around us. Emotions are described as a natural state of mind that erupts from an individual’s present
and past experiences, situations and circumstances in the environment. Feelings and experiences affect our emotions.
Emotional intelligence is the ability, awareness and skill that enables the knowledge, recognition, understanding of feelings,
moods and emotions and the management and utilization of these feelings and emotions for the purpose of regulating relations
among individuals and individual behaviours. Emotional intelligence drives individual actions, including decision-making,
problem-solving, self-management and leadership demonstration.

Emotional intelligence influences all aspects of human lives; it drives behaviour and decision- making processes. It entails
the way we feel about and within ourselves and how we communicate our feelings when relating with others. The stress that occurs
daily and individuals’ performance in the work place are affected by emotional intelligence competencies. Emotional intelligence
cannot be overlooked both in personal and profession aspects of life, because it enhances relationships, behaviours and the
attainment of goals, both personal and organizational goals (Heather, 2021).

o Employee Behavioural Outcomes

Employee behaviour can be described as an employee’s reaction, disposition or attitude towards work or response to specific
circumstances in the workplace (Saravanakumar, 2019). Employees tend to behave in certain ways depending on several factors or
elements in the work environment. These behaviours tend to affect the performance of employees at work and ultimately affect the
productivity of the organization at large. According to Bhattarai (2020), there are intentions behind an individual’s behaviour and
employee behavioural outcomes include: job satisfaction, employee turnover intention, employee involvement and employee
loyalty.

o Self-Awareness

Self-awareness refers to the ability to recognize, acknowledge and understand one’s own moods, feelings and emotions and
the effects of these on other people (Serrat, 2017). It includes self- awareness, self-confidence, self-control and so on. The concept
involves the ability to identify and monitor one’s emotions. It enables the process of self-assessment or self-evaluation in order to
regulate and improve oneself and relationship with others (Landry, 2019). The capacity to know what and how one is feeling at
any point in time and understanding the impact and consequences of these moods or feelings on others is known as self-awareness
(Segal, Smith, Robinson & Shubin, 2021). It entails the ability to keep track of one’s emotions and reactions, as well as
identifying and recognizing that one’s feelings are tied to one’s actions. The experiences of individuals and their social
interactions, enables them identify their strengths and weaknesses, which aids them in keeping track of knowing themselves and
ultimately understanding their actions and behaviour towards others.

e Self-Regulation

This involves the ability to control one’s feelings, moods and emotions (Landry, 2019). It simply has to do with the re-
direction of disruptive and negative impulses and moods for the purpose of making sound judgements after much critical and
analytical thinking in order to arrive at good decisions and appropriate actions. This also entails the act of anticipating
consequences of actions or decisions before they are taken or made (Houston, 2021). Self-regulation as a dimension of emotional
intelligence, involves the appropriate expression of one’s emotions; it entails the ability to be flexible, ability to cope with changes,
ability to manage conflicts and the consciously aware of how one’s actions can affect others negatively or positively and the ability
to take ownership of one’s actions.

e Empathy

Empathy is described as the ability to understand the emotional makeup of others (loannidou & Konstantikaki, 2008). It can
be referred to as a skill that enables one to treat others based on their emotional reactions or disposition. It determines the degree to
which an individual can put himself or herself in someone’s position or situational status and understand the way that person feels,
which will eventually dictate how the individual will treat or behave towards the other person in the situation (Cole, 2019). It is
often known as the drive towards sympathy; because an individual can definitely feel almost the exact way another person feels and
show some concern or care when they can picture themselves in the same situation or circumstance the other person is. However,
empathy should not be implied as compassion; empathy is the ability to sense the emotions of others.
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¢ Social Skills

Sacial skills entail the ability and proficiency in relationship management and networks building; it helps one connect with
others (Kumar, 2016). It refers to the ability to identify a common ground and build a smooth rapport with people by recognizing
others’ emotions and the peculiarity it holds within one’s organization (Landry, 2019). Social skills are relative to having a strong
influence on others and the ability to acquire desired responses from people. Examples of some of these social skills include,
verbal and non-verbal communication skills, active listening, leadership, inter- personal skills and so on (Heather, 2021).

o Employee Satisfaction

As a common concern of many organizations, it refers to the key component driving an employee’s disposition and behaviour
towards work; it is a key factor in an employee’s life. This is an internal feeling an employee has towards their job and the work
environment; it refers to the extent to which like or dislike their job (Aziri, 2011). According to Strenitzerova and Achimsky
(2019), it revolves around various factors such as the interpersonal relationships employees possess at work, the renumeration or
rewards that comes with their job, the self or career development involved and so on. Employee satisfaction as a concept, can also
be viewed as an employee’s feeling of contentment and fulfillment based on their job role, their work environment, their
promotion opportunities, the job security they enjoy, their learning and development opportunities, the pay system or structure and
so on (Vroom, 1964). According to Davidescu, Apostu, Paul and Casuneanu (2020), work flexibility offers or provides employees
a balanced life between their professional and personal lives, which in turn promotes increased performance and job satisfaction and
overall organizational improvement and productivity. Employee satisfaction is personal and relative to each employee and the
factors influencing this differs in various employees.

o Employee Involvement

Employee involvement or participation is a widely known, accepted and understood concept by many as forming an essential
part of human relations in organizations. It is a vital component of human resource management, as its objective is to engage
employees’ understanding and support of the organization’s goals and objectives in order to derive employee optimum
contribution and commitment (Au, 2016). In other words, it can be defined as employee engagement, voice and participation in
the decision making processes in the workplace directed towards enhancing organizational goals and objectives (Asokk, Allam,
Parulkumpradhu ari & Vanishree, 2021). Employee involvement entails the emotional and physical connection, devotion and
commitment of employees towards their work and the organization’s values as a whole () It involves the sharing of ideas and
opinions and the delivering of efforts towards solving problems and making decisions in the organization. This concept is also
known for promoting improved employees’ attitude towards work, improved organizational decision-making capability, employee
job satisfaction, creativity, innovation, commitment and most importantly, employee efficiency and productivity. Employee
involvement basically depicts how employees are immensely involved not just in the activities or operations of work in the
organization, but it also ensures employees participation. According to Osborne and Hammoud (2017), when employees are
involved in the organization, it makes them feel recognized and valued; they feel belonged to the organization and thus, this
positive feeling fuels a positive behaviour towards work and enhances employee performance and productivity. However, when
employees feel as though decisions are being shoved down their throats, they tend to display resistant behaviours towards work.
According to Quagraine (2010), employee involvement ensures the elimination of conflicts, disputes or disagreements between
managers and their employees, since decisions are made with the awareness and interest of both the managers and the employees.

e Employee Loyalty

Employee loyalty refers to the ability for employees to remain committed and devoted to their organization, regardless of the
changing trends or circumstance shifts the organization or the employee might be experiencing (Jansson & Wiklund, 2019).
According to Strenitzerova & Achimsky (2019), several factors affect how employees are loyal to their organization and some of
which include: employee well-being, employee development, employee participation, employee fairness and equality treatment, as
well as good working conditions and environment.

e Employee Turnover Intention

Employee turnover intention refers to the state of or an intention of an employee to leave his or her current job or
organization (Alzayes & Murshid, 2017). Turnover intention can be caused by several factors and these factors vary with
organizations. Also, there is no sole factor causing employee turnover intention, there are many factors. According to Belete
(2018), every organization is concerned about employee turnover intention, because it is a critical human resource issue, known to
be one of the costliest human resource challenge organizations face.

C. Theoretical Framework

Theoretical framework refers to the blueprint or guide for a research. It is the framework based on the existing theories in a
field of study that is relative to the hypothesis of a study. Theories are blueprints that are often borrowed by a research, which
proffers a guide to comprehending a research inquiry (Adom, Hussein, & Agyem 2018). Theories increase the foundation upon
which a research is conducted.
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Emotional intelligence focuses on recognizing and utilizing the emotional state of oneself and others for the purpose of
regulating behaviours and solving problems. There are three major models of emotional intelligence and these models have been
developed from various research studies, analysis and scientific studies inclusive. The models used in this research are namely:

¢ Goleman’s Emotional Intelligence (EI) Performance Model
e Mayer, Salovey and Caruso’s Emotional Intelligence (EI) Ability Model
e Bar-On’s Emotional Intelligence (EI) Competencies Model

» Goleman’s Emotional Intelligence (EI) Performance Model

Goleman asserted that emotional intelligence is a fundamental phenomenon to several aspects of human life. In his first book
in 1995, Goleman developed five dimensions of emotional intelligence which were: knowing one’s emotions, managing emotions,
motivating oneself, recognizing emotions of others and handling relationships. Goleman’s theory was later developed into four
dimensions in his second book published in 1998 and these dimensions include:

Relationship
Management

Fig 3 Goleman’s EI Model
Source: Odukaya, (2020)

According to Faltas (2017), Goleman explained that emotional intelligence involves skills and competencies, which are
relative to four essential dimensions such as: self-awareness, self- management, relationship management and social awareness.
Goleman’s argument was that these four aspects form the fundamentals of the 12 ‘subscales’ of emotional intelligence. These
subscales are; emotional self-awareness, emotional self-control, adaptability, achievement orientation, positive outlook, influence,
coaching and mentoring, empathy, conflict management, teamwork, organizational awareness and inspirational leadership. These
subscales are known as the competencies influencing performance in the workplace and that are assumed to be the trait of
successful and brilliant workers in organizations (Odukoya, Omonijo & Oraetue, 2020). The four dimensions of emotional
intelligence highlighted serve as the foundations for the development of more skills required to regulate positive and outstanding
results in the workplace.

According to Goleman, the four dimensions of emotional intelligence are essentially involved in employees’ performance
outcomes. Social awareness comprises of empathy, organizational awareness, service orientation and environmental awareness.
Self-management involves self- control, trustworthiness, adaptability, initiative, conscientiousness and the drive for achievement.

Relationship management comprises of communications, collaboration, teamwork, leadership, influence, conflict
management and developing others.

In organizations, all of Goleman’s highlighted competencies and skills are indeed necessary in managers and employee

relations, as well as employees and organization’s relations. In other words, emotional intelligence is a fundamental tool or skill
necessary for achieving organizational goals, productivity and efficiency of employees in an organization.
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» Mayer, Salovey and Caruso’s Emotional Intelligence (EI) Ability Model

This model was first developed by Mayer and Salovey in 1997, before it was later redeveloped in 2004 with an inclusion of
Caruso. Research has revealed that their theory seems to be a unique construct for measuring emotional intelligence. In this model,
emotional intelligence is perceived as a mental ability. It is known to be relative to cognitive intelligence, i.e., Intelligent Quotient
(1Q). In other words, emotional intelligence based on this model, is described as the ability to recognize emotions, perceive
emotions accurately, appraise emotions, regulate and manage emotions within oneself and others (Odukoya, Omonijo & Oraetue,
2020). The ability-based model comprises of four elements which are namely: perception, assimilation, understanding and
regulation or management of emotions.

Fig 4 Mayer et al EI Model
Source: Fiori & Vesely-Maillefer, (2018)

Emotional perception refers to the ability to distinguish the feelings of oneself correctly. This involves emaotional reactions to
various elements in the environment. In terms of assimilation, it is the ability to generate and use emotions to facilitate thoughts and
communicate feelings. Emotional understanding on the other hand, refers to the ability to comprehend the combination of various
emotions and their outcomes or states. The ability to recognize, regulate and manage emotions of oneself and that of others is
known as emotional regulation. Research depicts that these four components are arranged in hierarchical order both in theory and
in practice. When emotions are perceived, they can be assimilated, which leads to a rise in the degree of understanding these
emotions; and then these emotions when understood, can be effectively regulated. This model suggests that all of these
competencies facilitate human reasoning and drive decision making processes (Faltas, 2017). According to Mayer, Salovey and
Caruso, these skills are what defines emotional intelligence.

This model should provide and enlighten managers in organizations about the need to possess emotional intelligence ability
in managing the employees of organizations. It enables managers realize the need to perceive, assimilate, understand the feelings
and emotions of employees and learn how to regulate these emotions for the purpose of attaining organizational objectives and
achieving organizational productivity, stemmed from the effectiveness and productivity of employee. In addition, managers will
be able to perceive the emotions of employees from their behaviours and understand the reasons employees behave the way they
do, so that they could manage and regulate these behaviours by regulating the emotions of the employees.

» Bar-On’s Emotional Intelligence (EI) Competencies Model

This model is viewed as a model with a combination of various dimensions such as, emotional, social, cognitive and
personality. It involves a connection of interrelated emotional and social competencies, which influences how we understand other
people, how we relate with people around us and how we manage emotional challenges that stem from our environment (Faltas,
2017). Bar-On argued that these competencies influence performance and behaviour in several ways.
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Fig 5 Bar-on EI Model
Source: Milind, (2016)

In order to validate his propositions, Bar-On developed the Emotional Quotient Inventory (EQ-i). This development became
the first commercial instrument for measuring emotional intelligence. What provided the credence for which Bar-On’s model
became a mixed model, was the fact that the EQ-i measures emotions and social knowledge and does not just provide an
estimation of the emotional intelligence (EI) quotient and it also provides respondents from interviews, external raters,
questionnaires and so on with effective and social profiles (Odukoya, Omonijo & Oraetue, 2020). This uniqueness and
effectiveness enabled it become a mixed model.

Bar-On’s model comprises of five components which are namely, self-perception, self-expression, interpersonal, decision-
making and stress management. According to him, these components possess abilities that drive human behaviour and
relationships. Therefore, it can be affirmed that emotional intelligence does drive how employees behave in the organization and
the relationships that exist among employees and how these relationships are regulated and managed.

D. Empirical Framework

Empirical framework refers to a form of research or knowledge derived from actual experience rather than from theory or
beliefs. It is defined as any research where conclusions of a study are strictly extracted from concrete and verifiable evidences.
Empirical framework involves the researcher’s objectives discussed based on evidence from existing works, studies or literature.
already existing works done by various researchers or scholars. Empirical research entails the use of journal articles, books,
newspapers and so on. It provides reliable information concerning a study focus. Empirical literature provides answers to many
research questions for the purpose of solving research problems.

Bhattarai (2020) explained that there are intentions behind an individual’s behaviour in the workplace. It highlights some
employee behavioural outcomes to be job satisfaction, turnover intention, job involvement and job anxiety, of which several
factors could influence.

Heather (2021) assessed and explained the theories of emotional intelligence. The author highlighted the importance and
significance of emotional intelligence and how it is complicated to live in a world where one cannot understand the feelings and
emotions of people. The article shares five components of emotional intelligence which include: self-awareness, self-regulation,
social skills, empathy and motivation. It also examines in details the models and frameworks of emotional intelligence being
Goleman’s El performance model, Bar-On’s EI competencies model and Salovey, Mayer and Caruso’s EI ability model. The
author relates all of these theories to the behaviours of and relationships between individuals. The paper also examines various
competencies linked with emotional intelligence, the different types of emotional intelligence, how emotional intelligence is relative
to personality traits.

Odukoya, Omonijo and Oraetue (2020) reviewed the three most notable theories of emotional intelligence which are: the
Mayer and Salovey’s model, Goleman’s model and Bar-On’s model. The authors analyzed the models in order to identify which of
the models focused on the construct of emotions and emotional intelligence, the gaps in each of the three models. From their
findings, it was evident that Mayer and Salovey’s model was the only model that used the cognitive ability test format, while the

IJISRT25NOV499 WWW.ijisrt.com 1391


https://doi.org/10.38124/ijisrt/25nov499
http://www.ijisrt.com/

Volume 10, Issue 11, November — 2025 International Journal of Innovative Science and Research Technology
ISSN No:-2456-2165 https://doi.org/10.38124/ijisrt/25nov499

Goleman’s and Bar-On’s models utilized the self-report format. In addition, the authors also revealed that only the Mayer and
Salovey’s model tends to be more focused on emotion, while the other two models tend to focus more on personal and social
dimensions. The authors suggest the need for more standardized measures of emotional intelligence and the need for the adoption
of appropriate assessment tools for measuring emotional intelligence. The paper emphasized on the ability to control emotional
hijacks as a more essential issue compared to recognition and control of emotions both in oneself and with other people.

Kotsou, Mokilajczak, Heeren, Gregoire and Lays (2019) defined emotional intelligence as the ability to identify, express,
understand, manage and use emotions. The paper reveals that emotional intelligence has an impact on employee relationships and
work performance. The study reviews emotional intelligence interventions and programs in order to access employee outcomes.

Simarjeet and Sriparna (2017) evaluated the impact of emotional intelligence on workplace behaviour of employees in the
Indian banking sector. The paper affirms that there’s a strong relationship between emotional intelligence and employees’
behaviour in the workplace. The authors state that the behaviours of many people differ in the workplace and that each of these
behaviours have diverse consequences to both the individuals working in the company and the company as a whole. The
organization has its expectations of how employees should behave and try to regulate these behaviours, however, these behaviours
cannot be effectively regulated or managed if the intentions or factors that influence these behaviours, of which emotional
intelligence is a part, are not well understood by the management. It emphasizes the need for an upgrade in managerial policies in
banks. It explains how when work environment is not properly managed, could result into employee stress and emotional strain,
which could yield negative emotional states for employees in the workplace. Increased stress could lead to low productivity and
negative behavioural outcomes for employees. The authors relay how employees who do not fully understand their own emotions,
may find it difficult understanding the emotions of other people around them and thus, have a challenge in handling situations at
work, which may in turn have an adverse effect on their performance over time. The paper has a combination of perspectives in terms
of personal and social competencies of employees shaping and determining their behaviour in the workplace. It emphasizes that
emotions are essential and play a vital role in terms of how an entire organization and individuals in the organization communicate
and relate within and outside the organization’s environment.

Narayanan (2016), evaluated the effects of emotional intelligence on organizational citizenship behaviour. It made use of
elements of emotional intelligence such as self-awareness, understanding emotions, ability to sense emotion and acknowledge
emotion, goal setting and its achievement, self-motivation, self-encouragement and so on in the research. This paper revealed the
challenges faced by organizations today, especially regarding employee turnover and absenteeism. It regards job satisfaction as an
employee behavioural outcome and enhanced performance when the feelings of employees towards individuals and their
organizations are known and regarded. The dimensions of emotional intelligence such as, self-emotion, others’ emotion, their
regulation and utilization are known to be relative to determine how individuals behave in the workplace. The paper revealed that
managers make use of their emotions in setting up goals, as well as relating with the employees. In other words, one cannot
separate the place of emotions from the behaviour and attitude of individuals; therefore, in the workplace, it can eb said that
employees are prone to respond or react in certain ways due to their emotions or feelings towards their job, individuals,
organization, work environment or personal lives, because there are several factors influencing emotions and behaviours.

Gunu and Oladepo (2014) in their work: Impact of emotional intelligence on employees’ performance and organizational
commitment: A case study of Dangote flour mills workers; assessed the importance of emotional intelligence in the organization
and how it affects the performance of employees. It explains that emotional intelligence is relevant for predicting organizational
commitment and employees’ work performance, because most jobs require the ability to manage emotions. They emphasized on
the need for manages to possess emotional intelligence skills and the need for organizations to conduct emotional intelligence test
for their employees in an organizational socialization programme, for the purpose of enabling employees improve their
performance.

Akintayo and Babalola (2012), in their work titled the impact of emotional intelligence on workers’ behaviour in industrial
organizations, highlighted the fact that appropriate management strategies of which emotional intelligence is a part, could facilitate
employee job performance, employee job satisfaction, employee job involvement and employee commitment. The paper also
suggested that organizations need to incorporate strategies that promote emotional intelligence and curb burnout, stress,
interpersonal relations and conflict management. It is also of the opinion that management of organizations should hold consistent
programs that will foster workers’ retention and development with the aid of emotional intelligent skills and competencies.

Asokk, Gudda, Bhati and Vanishree (2021) emphasized that the participation of workers in the decision making process,
influences the quality and competitive advantage for businesses. Employee involvement is viewed as a mechanism for business
growth. The authors also emphasize that this involvement or participation should be done both emotionally and physically.
Employees who are involved must accept responsibilities for collective purposes. When employees are involved in decision
making, their dedication tends to grow because they begin to feel acknowledged and valued to be a part of the organization. The
authors suggested that workers be provided with the required expertise in order to facilite advancement in decisions and behaviors
displayed in organizations in order to promote competitive advantage.
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Benson and Lawler (2013) viewed employee involvement as an approach to work-system designs emphasizing high levels of
employee secision-making authority. The authors include that employee involvement can be defined as an integrated set of HR
and work design practices that provide employees with the necessary skills, information, power and rewards for making decisions in
the workplace. In their work, they indicated that employee involvement began in the 1950s and 1960s first as a movement for
industrial democracy and participative management. Employee involvement fecilitates high employee commitment and is also
regarded as a driving force to achieving workplace transformation. Their work clearly indicated the various benefits that come
with employee involvement practice by organizations and they include, employee productivity, profitability and employee well-
being. In addition, the authors relate to the historical origin of the employee involvement as a basic principle and added that the
principle was first tested in the 1960s and 1970s, holding essential experiments in Europe and in the United States, particularly in
enormous manufacturing plants. Employee involvement as a basic principle did not uphold major acceptance by industries up until
the 1980s. However, by the middle of the 1990s, employee involvement recorded a significant growth in its acceptance rate as one
of the major work practices for organizations in the United States and Europe and interest in the principle rose up to a significant
rate due to the effectiveness through the case studies conducted and surveys carried out. Employee involvement provided
employees with the opportunity to be responsible for quality and production decisions. The authors recorded a widespread
adoption of the principle of employee involvement by manufacturing industries for the purpose of achieving competitive
advantage and transformative growth.

Kumar and Devi (2016) in their paper, evaluated the relationship and differences between emotional intelligence and social
skills. The result of their evaluation revealed that there’s a huge significant connection between emotional intelligence and social
skills and there’s no significant difference between both. The authors described emotional intelligence as the ability and capacity
or the skill to manage one’s emotions and that of others or groups inclusive. However, they added that the definition of emotional
intelligence is constantly changing. Social skills according to the authors is defined as interpersonal behaviors that helps
individuals in societies; it is the ability to intereact or relate with people, which is considered as a fundamental factor in human
development. The authors emphasized that social skills are vital skills for every social being and that these skills are not in oblivion,
but are observable and teachable behaviors that promotes the initiation and sustenance of social interaction. Social skills are keys
that help human connect with each other. One of the other definitions they added was that social skills are situation-specific
behavior which predict or coreelate with important social outcomes. The authors argue that the connection that exist between
emotional intelligence and social skills depict that the ability and skill to manage one’s emotions and that of others remains
relative to the ability to interact and relate effectively with people.

Saravanakumar (2019) analyzed the fundamental concept of organizational behavior, which can be relative to employee
behaviors. Organizational behavior entails the thoughts, feelings, actions and behaviors of people in the workplace environment.
In other words, the skill necessary to understanding these thoguhts, feelings, emotions, actions and bahviors of people in an
organization is emotional intelligence, because in that way, the behaviors and actions of people can be effectively managed and
regulated in order to achieve organizational goals. The author emphasized the challenge that omes with understanding human
individual behavior, while group behavior in a working environment is the responsibility of managers in an organization. Every
individual existing in an organization possesses a unique set of values, beliefs and attitudes that tend to influence the character and
behavior of such an individual. People are the essential resources for which organizations get their work carried out, either
individually or collectively, therefore, it is essential to understand the patterns of behavior of these individuals and predict or
control the behavioral responses of employees and ensuring it aligns with the expectations of the organization.

Davidescu, Apostu, Paul, and Casuneanu (2020) highlighted the need for human resource management (HRM) to be
redesigned, developed and restructured. In the bid of this development and restructuring, the concept of sustainability was
included as a factor for change; sustainable HRM. This concept is seen as an extention of strategic human reosurces, promoting a
unique approach to human resources management. The constant change occurring in the labor market is another factor driving the
expected change. The authors merge employee development and worktime, as well as workspace flexibility as vital sources of
sustainable HRM in aspects of job satisfaction and job performance in the face of future work challenges that might arise. In
increasing the level of employee job satisfaction, this concept of sustainable HRM is highly influential. An aspect of sustianble
HRM is employee flexible, which cuts across various other areas of focus, has a effectual impact on overall employee job
satisfaction in an organization. The results of their empirical research revealed that employees of organizations highly appreciate a
favorable working environment and working together with other colleagues and this promotes a growing interest in them. To the
authors, what facilitates employee job satisfaction and organizational performance is sustainable HRM.

Aziri (2011) argued that job satisfaction is one of the most complex issues managers tend to face in today’s organizational
setting, especially in terms of managing their employees. The author also added that job satisfaction is a relevant concept that
should be paid attention to by both scholars and managers of various business organizations. Job satisfaction was defined as a
combination of three essential circumstances that enables an individual to testify of their satisfaction and these three
circumstances are namely: psychological, physiological and environmental circumstances. Job satisfaction refers to the
combination of feelings and beliefs an individual holds about their current job or organization. In other words, job satisfaction
stands to be under the influence of several components that transcends to the internal way an employee feels about their job and
the organization they work for. Satisfaction is a feeling that emanates from an external influence; which implies that the way an
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individual feels about his job does have an impact on his or her satisfaction rate; the level at which an individual likes or dislikes
their job or organization. This however implies that an individual can be dissatisfied with their job or the organization they work
for, because the feeling of satisfaction or dissatisfaction can be either a positive or negative feeling respectively. Satisfaction differs
from happiness or motivation; it is an internal state that reflects in an employee’s attitude and actions. Sometime, job satisfaction
could represent the feeling that comes from an employee’s expectations being met by their present job and organization compared
with their present experience at work, which consequently, could affect that employee’s disposition to work or behavior at work. In
order words, a satisfied employee would be productive and would have positive attitude and behavior towards work. When
employees have a sense of achievement and fulfillment with their job or with the company they work for, it simply implies that
they are satisfied. The author argued that for organizations to experience efficiency and effectiveness of business operations and
productivity, employees need to be satisfied (in other words, feel a sense of belongingness, achievement or fulfillment) with their
current job and the organization at large.

Osborne and Hammoud (2017) argued that organizations with disengaged or uninvolved employees usually have to spend
more on cost. The authors analyze how organizations can engage structures that will facilitate employee involvement and
engagement in organizations. Self- determination theory was utilized as the study’s conceptual framework. Rewards and
recognition, building a manager-employee relationship, as well as empowering and training employees are factors highlighted in
the study to have influenced the level at which employees are engaged in an organization. The productivity and longevity of
organizations rests on the rate of employee engagement and efforts put into their work. Communication business leaders
employed some strategies for the purpose of effectively engaging their employees in order to increase their profits and achieve.
The authors argue that disengaged employees have a low level of productivity and that increased employee engagement serves as
a vital factor, which holds a positive influence on the financial performance of the organization. However, research has revealed
that interpersonal behaviors has an effect on employee productivity. Negative personal behaviors are determinant factors that yield
negative effects on productivity. It has also been discovered that 13% of worldwide employees are entirely engaged at work.
Negative behaviors resulting in employee disengagement often times spread from one employee to other employees. However,
organizations that are able to incorporate strategic employee engagement behaviors may in turn experience higher levels of
employee productivity and performance. The theory utilized for this work and in support of work engagement was self-
determination theory developed by Deci and Ryan in 1985.

Self-determination theory portrays the tendencies of an individual to behave in certain ways relative to natural or intrinsic
propensities. The theory depicts that employee engagement and human behaviors have a strong connection, as well as the
significance of work engagement. The self-determination theory also explains that an individual or employee’s level of work
engagement stems from his or ability to control or manage personal behaviors. According to authors, employee engagement is veru
crucial to every organization. Dedicated and meaningful work, that is, top notch responsibilities at work, enables employees to
realize how valuable they are to their organization and this results into their being angaged at work. The authors mentioned that
employees have the ability to influence people around them or their other colleagues; therefore, meaningful tasks or duties
assigned to employees, as well as granting autonomy to the employees, intrinsic rewards and management’s influence are effective
factors that increases employee participation, which will in turn facilitate employee engagement.

Jansson and Wiklund (2019) argued that employee loyalty is an expensive currency organizations strive to achieve, because
an increased level of employee loyalty have been proven by research to facilitate operational performance. The authors defined
employee loyalty as the positive attitude and behavior of an individual, who ensures that he or she carries out duties or tasks
expected of them and who also represents the company in a reputable manner. The conclusion drawn from the research according
to the authors was that, employees tend to be more loyal to their organization when factors such as, organizational culture,
employee socialization and opportunity for self development are inexistence compared to the presence of just physical benefits and
renumeration. The challenge organizations have with disloyal employees is that, it is time, energy and cost consuming, because
the management of the organization would need to have to review the recruitment process all over again, loss of revenue, loss of
customer relationship and so on. The authors ackneoledge that there is no universal definition of employee loyalty, however they
have argued that employee loyalty means different things to different people and so the human resource management of
organizations need to identify the way and manner different people define employee loyalty in order to know how to effectively
promote it appropriately. Employee loyalty can imply being loyal towards something, being devoted, committed, or make
sacrifices to favour a course or someone or something. The paper identified that employee loyalty does have a positive impact on
employees’ operational performance, which is clear, compared to the factors that promote employee loyalty. The authors
emphasized that different people might be loyal, but to different aspects of the business and that different people value different
things. However, the Social Exchange Theory (SET) utilized by the authors in the paper, explained that the more an employee
identifies with their organizations, the more their level of motivation, commitment and loyalty increases. However, the question
now lies in the factors that enables an employee to identify closely with their organization, such as, the norms, values, environment
and culture of the organization; it depends on what a person prefers to identify with. In other words, the theory argued that when there
exists a positive exchange between an employee and his or her organization, there is a great tendency for that employee to be more
loyal to their organization. Speaking of positive exchange, it could be in the form of extrinsic benefits such as wages,
renumeration or compensation benefits, bonuses, incentives or promitions, as well as, exchanges between the managers and the
employees of the organization in forms of trust, faithfulness, dedication and devotion.
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Igbal, Tufail and Lodhi (2015) evaluated the impact of employee loyalty and organizational commitment on organizational
success. The authors argued that employee loyalty can be defined as the commitment of employees to the success of the
organization and their belief that it is best to work for their organization. The article reveals how the commitment of organizations
to their employees can promote employee loyalty. The authors emphasized the importance of employees as the most significant
resources organizations possess. It explains the impact of the attitude of mangers and the financial benefits provided to employees
and how all of these enhances the level of loyalty employees tend to give to their organizations who possess and provide these. In
addition, they suggested that the maagment of organizations should implement training programs, compensation packages and
effective performance appraisal and condusive and favorable working environement and work system aligned with their company
policies in order to facilitate and promote employee loyalty. The number of years an employee works in an organization, the more
valuable they become. Loyalty can also be termed as being dedicated, committed, true and faithful. When an employee is loyal to an
organization, it influences their behavior at work, towards their bosses, the management, their colleagues and the organization at
large. Furthermore, the psychological attachment of an employee to their job or organization can also imply thst they are loyal.
However, it is essential to note that both the organization and its employees have definite responsibilities and mutual
commitments that are well stated and defined and the breach of these can affect the relationship both parties share. The
expectations of managers towards employees and the expectations of employees towards managers or organization at large when
not met, can result into a negative disposition of employees towards work, which can also be interpreted as disloyalty on both the
side of the managers or organization and the employees as well. Loyalty could also imply a feeling of sentimental attachement or
devotion towards a thing, person or group, expressed through thoughts or actions. The level of organizational commitment an
organization posseses, goes a long way in determining the level of loyalty an employee will have towards their organization.
Employee loyalty is not just a term on paper or in words, it is an action word that can be seen or experienced.

Alzayed and Murshid (2017) in their study, have the result of their research revealing that commitment and job sstisfaction
stand as two major and significant factors that negatively affects employees’ turnover intention. In addition, employee engagement
does not influence employee turnover intention. However, an employee’s perception has a strong impact on that employee’s
intention to leave their job. In other words, the way an employee sees or perceives themselves to be a part of their company or
their job role or duties, can influence their thoughts to either stay in the organization or leave. Organizations are seen as reputable
and their brands have an advantage over other organizations when they adopt appropriate strategies amd practices that foster
retaining their employees.However, there are several factors to consider when implementing practices that can facilitate employee
retention such as, conducting a performance appraisal or identifying talented employees who are more valuable assets ot the
company and serve as motivators to the company to ensure job satisfaction of employees and a suitable working environme, for
the purpose of elevating the factors that encourage the employees to leave the company. According to the authors, when
organizations experience high employee turnover rate, there is a reduction in the efficiency, performance and productivity of the
organization. In other words, there is need to investigate the behavioral intentions of the employees who have the thoughts of
leaving the organization, because talented or skilled employees’ rentention and runover are very crucial issues and challenges most
human resources management encounter in several orgnaizations. The authors also identify three major components that influence
employees’ intentions to leave an organization and they are namely; an employee’s perception of the organizational support, an
employee’s perception of the organizational commitment and an employee’s perception of the organizational complexity, of
which others include, employee engagement, employee satisfaction and so on. The authors suggest that managers in an
organization should seek knowledge and adequate understanding of the several factors that affect employee turnover
intention, for the purpose of developing and implementing effective strategies, policies and practices in order to facilitate
employee retention.

Mamun and Hasan (2017) analyzed the factors affecting employee turnover and retention strategies in business
organizations. Employee turnover can be referred to as a situation whereby employees leave the organization for various reasons,
which in turn negatively affects the organization in all ramifications. Employee turnover also tends to affect the workforce at
large. Some of the reasons employees leave the organization they work for are namely, age, marriage, educational level, career or
working experience, self-development or growth, career advancement, boredom resulting into search for something new and
challenging, expectations of the employees are not met and so on. The study also suggested various possible strategies on
minimizing employee turnover and maximizing employee retention in organizations. The authors stated that employee turnover is
a very crucial issue in human resource management. In order to manage employee retention and curb employee turnover, it is
essential for organizations to fulfill employee basic needs by orividing a suitable and favorable working environment, ensure a
good pay sytem and structure, great compensation packages and other benefits that proves that the organization is concerned about
the well-bing of their workforce. However, for some organizations, this is quite burdensome and tasky. The authors argued that
organizational goals are tied to an effective regulation of employee turnover, because a hgh level of employee turnover would be
detrimental to the business, while a high level of employee retention would promote the organizational brand and value. The
authors also argued that employee turnover is a mjor issue for organizations, of which management of organization are not taking
cognizance of as much as they should. Business orgnaizations should research and identify the problems associated with employees
that make them want to leave and not stay at the company they work for, analyze the information or data retrieved from their
research and recommend the possible solutions that can curb or control employee turnover and enhance employee retention
instead. The authors also identified interpersonal relationship of the various departments in an organization, has a significant
effect on employee turnover. When there is a low level of employee socialization between the departments existing in an
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organization, it could result into high employee turnover. However, when employees get to experience being divided into small
groups, teams and are assigned tasks or projects that fuse them together; therefore boosting the relationship between co-workers,
workers and mangers, it will be rare to have employees cultivating thoughts of leaving their jobs. The authors also added that
training and leanring opportunities have a considerable effect on employee retention in an organization. When companies provide
employees with the opportunity to learn, improve their skills and develop their competencies, employees would have no thought
of leaving their companies for somewhere else, because they are growing and developing and are earning at the same time. These
training opportunities overtime, enables employees to possess self-realization or self-fulfillment which encourages them to remain
in the organization and grow, but if reverse is the case, that is, when there’s absence of training and learning opportunities, it is
possible that employees might want to quit their job. Trianing and learning programs can be costly to implement, but they go a
long way in promoting effective results for organizational productivity, competitive advantage and success. However, when
employees are provided the opportunity of learning and being trained in order to deliver top notch performance on their jobs
consequently, employees tend to develop a greater level of commitment to their job and the organization and are convinced to stay
in the organization.

Salau, Osibanjo, Adeniji, Falola, Igbinoba, Atolagbe and Ogueyungbo (2020) examined the determinant quality of
employement quality on employee behavioral outcomes. The authors identified the factors that depict the differences in employee
behavioral outcomes and thye include: age, educational background and working experience. Accoridng to this study, it is revealed
that in order to facilitate high rate of employee commitment and positive work behavior, there is a need to ensure that the quality of
employement is top notch. The authors emphasized equitable and fair treatment of employees and their relationship with the
organization they work for, because this has become a major concern which is affecting the outcome or results of the behaviors,
attitude and disposition of employees at work. Work flexibility, learning and development opportunities, organizational culture,
employee involvement in deriving or determining a reward system and employee work relationships hold a significant impact on
employee behavioral outcomes. The authors argued that most employees are driven by they are valued by the organizatons they
work for than the pay they receive. In the view of this, it can be argued that emotional intelligence is a vital skill to identifying and
determining the difference between the individuals who feel valued through other means asides from the pay they receive such as
their job responsibilities, tasks assigned to them per time and so on and the individuals who feel valued by the pay they recieve.
Therefore, it is essential to develop employment quality and relationships that are favorable to both parties; the organization and the
employees in order to achieve the expected results from both the organization and the employees. Employent quality can be
viewed from two perspectives which are: ‘job quality and characteristics’ and terms of employment and relations. Employment
quality enables individuals to feel connected and commited to the organization they work for and this regulates and fosters the
employement relationship between the employees and the management. Employee behavioral outcomes according to the authors,
refer to the various sequence of actions or behaviors displayed by the workforce of an organization in performing their
responsibilities, which in turn has an effect or outcome that has the potential to affect the organization in various ways. Employee
behavioral outcomes can either be positive or negative. However, the behaviors people display at work are diverse and unlimited
in nature, but they do have a significant impact on the organization’s productivity, efficiency and overall success. However, these
behaviors can be regulated or controlled with the use of employement quality and relationships if appropriately implemented
through the regulations of policies, strategies and practices that are favorable to both the employees and the employers. Employees
should be fairly and equally treated in such a way that every employee feels valued regardless of the differences in their job roles
and contributions to their organizations.

E. Gaps in Literature

Several studies have been carried out on emotional intelligence and employee behavioural outcomes, but separately.
Furthermore, no work in particular has been done on both constructs used together with emotional intelligence as the independent
variable and employee behavioural outcomes as the dependent variable; however, multiple studies have looked at emotional
intelligence from various theoretical perspectives and contexts. Little studies have been done particularly on employee
behavioural outcomes. Mostly, the concept of employee behavioral outcomes as been viewed to be influenced by the concept of
pay and benefit packages much more than the idea of understanding the feelings, thoughts, emotions, needs, desires and
expectations of employees that dictate their disposition to and at work and how all of these can be different with the individual
differences of the individuals who constitute the major resource asset an organization possesses; an organization’s understaninding
of this, can help to regulate and control the behavior of employees in alignment with their organization’s desired behavior.

Mostly, there are works on work behaviours, organizational citizenship behaviours and so on, but few works have been done
on employee behavioural outcomes. In addition, no research has been carried out about employees’ behavioural outcomes or
emotional intelligence in construction industries in Nigeria; mostly, works on manufacturing industries, banking sectors, media
sectors are well represented.

Regarding the subject of methodology, both the constructs of emotional intelligence and employee behavioural outcomes have
few works done with the use of both constructs together that have utilized a quantitative method of research for their study with
the use of questionnaires to obtain data, alongside a descriptive research design and a deductive approach for the study; which
stands as a gap this study will be filling.
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CHAPTER THREE
METHODOLOGY

» Introduction

Methodology refers to the systematic and theoretical analysis of the methods applied to a field of study (Igwenagu, 2016).
Methodology in its application, determines the originality and success of the research work. It provides a researcher with an
effective path in conducting the research. It reveals the ‘how’ and the validity of the research outcome. Research methodology
provides a procedure or technique used for the purpose of identifying, selecting, processing and analyzing information or data of a
study.

This chapter entails the research design, the population of the study, the sample size determination, the sample frame, the
sampling procedure and technique, the methods utilized in the collection and analysis of data and the standard quality of the study.

However, the data analysis is relative to the results acquired from the questionnaire for the purpose of evaluating the Impact of
Emotional Intelligence on Employee Behavioural Outcomes.

» Research Methods

Research involves the act of proffering answers or solutions to identified existing problems and needs. Research methods are
methods, mediums or approaches used in obtaining data or information needed in conducting a study. There are various types of
methods used for the collection of data in research and these methods include qualitative, quantitative, descriptive, experimental,
survey research, participatory observation and secondary data.

Quantitative method was adopted in the course of this research. It involves the testing of theories, facts determination,
determining relationships between variables, statistical analysis and predicting outcomes or results with the use of scientific
processes for the purpose of generating objectivity and reliability. In essence quantitative methods, looks into classifying features,
counting them and creating statistical models to test hypothesis and explain observations. It involves the acquirement and
gathering of data for the purpose of quantifying information and subjecting it to statistical analysis and evaluation for the purpose
of supporting or faltering “alternative knowledge claims”.

Fundamentally, this study applied the quantitative research method in the course of the research. This research method is
chosen because of the existing interest in investigating and evaluating the impact of emotional intelligence on employee
behavioural outcomes with the use of analysis and statistical mediums. The purpose of this research is not to generate theories, but
to enable the researcher validate the diverse variables as it concerns the research concepts under consideration (Bryman & Bell,
2011). This research will be making use of questionnaires. Questionnaires stands as one of the popular methods for collecting
primary data. This flexible tool can be utilized to produce quantitative information depending on how they are structured and
analyzed.

Qualitative methods on the other hand, concentrate on a full, detailed description of the observations, along with the context
of events, experiences and occurrences. Qualitative research method is an approach that involves the understanding of and the
development of theories. Qualitative methods involve discoveries; it occurs in a natural setting, which in turn aids a researcher to
developing a couple of details derived from a high level of involvement in the actual experiences. In every research, the problem is
identified, while a new system or method is proffered and applied in order to solve the existing problem.

» Research Approach

Research approach can be divided into two categories namely, the inductive approach and the deductive approach. A
deductive approach is used to either confirm, critique, expand or accept an already known theory. It is mostly quantitative in
nature. It entails the development of hypothesis based on an already pre-existing theory that formulates a research approach to test
it (Park, Bahrudin & Han, 2020). It can be explained by the means of hypothesis; from general to specific (Streefkerk, 2019).

This research adopted a deductive approach, which involves the testing of theories and hypothesis to see if they are relative to
the research focus. This choice approach is concerned with deducting conclusions from premises or propositions made by several
researchers about a particular phenomenon. Deductive approach generally, is primarily associated with a large quantity of
measurable information and it involves quantitative data under positivism (Park, Bahrudin & Han, 2020).

» Research Design

A research design fundamentally provides a scheme, system or framework for the collection, evaluation and analysis of data;
it opens a number of methods to the researcher to obtain data (Bryman & Bell, 2011). Research designs include longitudinal
designs, descriptive design, experimental designs, case studies and survey designs. It also involves the research approach, which
determines the relevance of the data or information obtained in the study. A research design explains the type of research and the
tools to be utilized as well as how they will be utilized in the study. According to Gideon (2018), a research design refers to the
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strategy or a mental plan a researcher employs for the purpose of providing a solution to a research problem in a systematic
manner. Research designs are types of inquiries embedded within qualitative, quantitative and mixed methods approaches that
provides specific directions for procedures in a research design.

The purpose of a research design is to guide a researcher in the research process by providing guidance to the identification
of the population of the study, the sample size determination, identifying the research instruments to be used, the research
instrument determination, data collection, the statistical analysis of the data, the interpretation of the findings and the conclusion
of the study.

This study utilized a descriptive research design. Descriptive research design can either be or even utilize both quantitative and
qualitative research methods within the same study. It refers to the type of research question, research design and data analysis
applied to a given topic of research. Descriptive studies are applied in research in order to investigate ‘what is’. Descriptive
research design involves the gathering of data that describes or explains events, a given population, a topic of study, relationship
between variables; then it organizes, depicts and describes the data acquired.

» Population of the Study

Population has to do with the summation of elements in a particular survey. The study of population is the “set of all
participants that qualify for a study” (Avwokeni, 2006). According to Popoola (2011), population is the summation of all that
entails the circle of study. It usually sums up all members of the target population as referred by the objectives of the study.

The target population used for this study is Laralek Ultimate Limited. The study population for this research is Laralek
Ultimate Limited, Lagos branch. This company is appropriate for this research because it is regarded as one of the current leading
engineering construction companies in Lagos and Ogun state, especially in terms of construction of roads and bridges with a total
staff strength of 1,766; comprising of both the permanent and temporary employees of the company.

The study population utilized for this study is 402 permanent staff of Laralek Ultimate Limited, Lagos branch. The
permanent staff was selected for this study because it ensures the obtainment of valid, accurate and adequate data, since it would be
more effective to measure the lasting impact of emotional intelligence on the behavioural output of the employees.

» Sample Size Determination

A sample is a portion of a population that has common or similar features. Also, it refers to any fragment of a population
apportioned for a particular study and from who information required for the research is acquired (Awoniyi, Aderanti & Tayo,
2011). A sample size is selected from the general population and is considered a representation of the exact population for the
specific study. When a population is particularly very large or too large or might be time consuming to capture for a specific study,
a sample size is adopted. The sampling size is simply the representation of the target population of the study.

The sample size for this study was determined based on the recommendations by Barlett, Kotrlik, and Higgins (2001). Based
on their recommendation, the study population of Four hundred and Two (402) gave a sample size of one hundred and ninety-six
(196) respondents. Therefore, the sample size represents 196 permanent staff of Laralek Ultimate, Ikeja, Lagos state.

» Determination of Sample Size

Table 1 Determination of Sample Size

Sample size |
Continuous data (margin| Categorical data (margin of error=.05)
Population Size of error=.03)
alpha=.10 | alpha=.05 |alpha=.01t=2.58 P=.50 P=.50 P=.50
t=1.65 t=1.96
T=1.65 T=1.96 T=2.58
100 46 55 68 74 80 87
200 59 75 102 116 132 154
300 65 85 123 143 169 207
400 69 92 137 162 196 250
500 72 96 147 176 218 286
600 73 100 155 187 235 316
700 75 102 161 196 249 341
800 76 104 166 203 260 363
900 76 105 170 209 265 382
1,000 77 106 173 213 278 399
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1,500 79 110 183 230 306 461
2,000 83 112 189 239 323 499
4,000 83 119 198 254 351 570
6,000 83 119 209 259 362 598
8,000 83 119 209 262 367 613
10,000 83 119 209 264 370 623

» Sampling Procedure and Technique

Sampling techniques refer to the methods used in picking out samples from a specific or particular population. It involves
taking out a number from the population with similar or shared characteristics that represent the population selected. Types of
sampling techniques differ from one another, and some include stratified sampling, random sampling, cluster sampling, quota
sampling, systematic sampling, snowballing sampling and others.

This research study made use of the probability and non-probability sampling techniques, which entails both the stratified
technique and the quota technique. The stratified technique breaks the population into various groups or categories that best
represent the entire population being studied. It involves a random division of heterogeneous groups into homogenous elements
evident within the population into sub-groups. Units are sampled at random from each of the stratums, and the sample size varies
depending on their relative importance in the entire population. For each stratum, sampling is conducted separately, and it is
evident that these stratums are relative to the expected outcome.

The quota technique on the other hand is a technique whereby a population is really large and a proportion of that population
is set aside based on certain characteristics or traits until sufficient data is obtained. These techniques are chosen because they are
simple, are more practical and they eliminate sampling bias, are easy to comprehend and administer and most importantly, they are
cost-effective. In addition, the results obtained by utilizing these techniques can be reliable.

» Data Collection Methods
The choice of collection of data depends on the research topic, the objectives of the research, the types of research being
carried out and the time and resources available.

This research made use of both primary and secondary sources of data. Primary data is accessed by a researcher from a first-
hand source and they include: questionnaires, surveys, interviews and experiments or observation of activities or events in the
course of study and all the results analyzed from responses gotten through the use of questionnaires. Secondary data, which is an
already existing, collected or available data, is obtained from studies, surveys or experiments that have been run by other people,
they include books, journals, websites, articles, newspapers and others.

The primary source of data utilized for this work is obtained from data or information extracted from the responses in
questionnaires filled by employees in Laralek Ultimate Limited; while the secondary source of data utilized for this research is
extracted from articles, journals, books and websites.

» Reliability of Research Instrument

Research instruments refer to tools used in a data collection process. These research instruments include: questionnaires,
interviews, observation and so on. Research reliability has to do with consistency, while validity has to do with accuracy
(Middleton, 2019). For any research, the reliability depends largely on the quality of the research instruments adopted.

For this study, properly constructed structured questionnaire were distributed by the researcher to the respondents for proper
analysis and testing of hypothesis. Questionnaire refer to a systematically prepared form of documents containing a set of
questions intentionally compiled for the purpose of deriving responses, data or information from respondents (Annum, 2017). The
questionnaire used for this study are reliable and valid because they provide cogent proofs and representation of results for the
study. These questionnaire provided valid information and proofs for the research problem, due to the alignment of the constructed
questionnaire to the objective of the study.

Research reliability involves consistency internally; test reliability (repetition) and parallel reliability (testing using same
variables). It can be defined as the degree to which the measure of a construct is consistent or dependable (Kubai, 2019). The
reliability of an instrument implies trustworthiness, consistency and accuracy of an instrument. An instrument is considered
reliable when it does not yield opposing or contrary results when conducted under similar or same condition. There are several
types of research reliability and they are namely, test-re-test reliability; which refers to the conduction of the same test and the same
sample over time and proves stability (Oladimeji, 2016). Secondly, the interrater reliability refers to the conduction of the same
test by different people (Middleton, 2019). Thirdly, the parallel forms or the split-half reliability refers to the different versions of a
test, designed to be consistently equivalent (Taherdoost, 2016). Lastly, the internal consistency reliability depicts the level of
consistency between individual items of the same construct in a test (Middleton, 2019).
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The internal consistency reliability type is used in this study. Consequently, this research stands as a reliable one because of
the research instrument chosen and the research reliability type applied in the study.

» Validity of Research Instrument

Research validity refers to the cogency, soundness and authenticity of an instrument. Validity can be referred to as the basis
of any form of assessment or test that is trusted, accurate and reliable. According to Kubai (2019), validity is known to be
measured by both theoretical and empirical evidences.

There are majorly four types of research validity and they include: criterion validity, face validity, content validity, construct
validity and convergent and discriminant validity. Criterion validity refers to the degree of relation or correspondence between one
measure and another concrete criterion that is presumed to occur simultaneously (Drost, 2011). Face validity is defined as the
subjective judgement of a researcher on the operationalization of a construct or on the relationship between a measure and a specific
construct (Taherdoost, 2016). Content validity is the degree to which questionnaires represent the concept or constructs in the
study (Mohajan, 2017). Construct validity refers to the main form of validation for a test and an indirect approach with multiple
measures (Bannigan & Watson, 2009). Other types of research validity include, discriminant validity which depicts the lack of a
relationship or a difference between related measures or concepts and convergent validity which refers to an evidence that
different measures of the same concept produce similar results. Validity reveals the degree to which an assessment is accurate and
free from measurement errors; and the more measurement errors occur, the less valid the assessment (Kubai, 2019).

In this study, the face and content validity type are utilized. Consequently, this research stands as a valid one because of the
research instrument chosen and the research validity type applied in the study.

» Data Analysis and Presentation Method

This research made use of the quantitative and descriptive method of analyzing data. The collected data were organized and
then entered into the computer software called, Statistical Package for the Social Sciences (SPSS). The tool utilized in this work is
the correlation, regression and reliability tools, for the purpose of testing the relationship between distinguished independent and
dependent variables.

» Ethical Consideration
Every researcher requires some certain ethical criteria for the purpose of direction in the course of the research. These ethical
criteria ensures the level of quality the research work possesses and some that would be utilized in this research include;

e Ensuring that the analysis is standard and the provided knowledge is accurate without falsification.

e Giving the respondents sufficient details by contacting the organization about the issuance of a questionnaire to the employees
of the selected organization. It is also necessary to communicate with the respondents by briefing them on the subject and
clarifying any confusion they may have in responding.

e Maintaining confidentiality and maintaining the privacy of respondents in relation to information provided in the sector. It is
also critical that gathered information is only used for the rationale of the study for which it was collected.

e Ensure that the respondents voluntarily take part in the study with coercion or intimidation.
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CHAPTER FOUR
RESULTS AND DISCUSSION

A. Introduction

In this chapter, data analysis shows the findings of the study, which are presented and interpreted under each sub-section.
This chapter contains section A that entails analysis and interpretation of the respondents' bio-data. Section B presents the analysis
and interpretations of the questions contained in the questionnaire and the hypotheses testing as formulated in chapter one of this
research study.

B. Response Rate of Questionnaire Administered

A total of one hundred and ninety-six (196) copies of the questionnaire were randomly administered to employees in the
LaraLek Ultimate Nigeria. One hundred and fifty (150) copies of the questionnaire were retrieved, which amounted to a 77%
response rate. One hundred and fifty (150) copies of the retrieved questionnaire were found useable, as presented in Figure 6.
Forty-six (46) copies of the questionnaire representing 23%, were unusable because they were severely completed. Table 1
demonstrates the demographic characteristics of the respondents, while Tables 2-3 presents the frequency distribution of variables
and responses of respondents to administered questions.

Response Rate

196
210
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= 160
- |
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- 110
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Fig 6 Response Rate of Questionnaire Administered
C. Distribution of Biographical Data of the Respondents
The tables below show the distribution of biographical data of the respondents in terms of gender, current rank/status, work
experience and status. Below is the frequency distribution of responses to biographical data.

Table 2 Distribution of Biographical Data of the Respondents

DISTRIBUTION BY GENDER
Gender Frequency Percentage Cumulative Freq.
Male 46 31.3 31.3
Female 104 68.7 100.0
Total 150 100%
DISTRIBUTION BY AGE
Age Frequency Percentage Cumulative Freq.
Below 26 52 34.7 34.7
26-35 46 30.7 65.4
36-45 42 28.0 934
46yrs and above 10 6.6 100.0
Total 150 100%
DISTRIBUTION BY MARITAL STATUS
Marital Status Frequency Percentage Cumulative Freq.
Single 52 34.7 34.7
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Married 90 60.0 94.7
Others 8 53 100.0

Total 150 100%
DISTRIBUTION BY EDUCATIONAL QUALIFICATION
Qualification Frequency Percentage Cumulative Freg.
WAEC /SSCE 10 6.7 41.3
OND /NCE 20 13.3 56.0
HND/B. Sc 72 48.0 80.0
MBA /M. Sc 38 25.3 93.4
Others 10 6.7 100.0
Total 150 100%
DISTRIBUTION BY YEARS OF SERVICE
Period of Service Frequency Percentage Cumulative Freg.
1 -5 years 78 52.0 52.0
6 — 10 years 46 30.7 82.7
11 -15 years 20 13.3 96.0
16 years & above 6 4.0 100.0
Total 150 100%
DISTRIBUTION BY CATEGORY OF EMPLOYMENT
Employment Category Frequency Percentage Cumulative Freq.
Junior Staff 108 72.0 72.0
Senior Staff 32 21.3 93.3
Management staff 10 6.7 100.0
Total 150 100%

Source: Researcher's Field Survey Result (2021)

» Interpretation

Table 2 indicates that 31.3% of the respondents were males while 68.7% were Females. It thus shows that more than the
average percent of the respondents, the respondents of the selected firm are female For the age category, 34.7% of the respondents
were below 26 years; 30.7% fell within the age bracket of 26 to 35 years; 28% were 36 to 45 years, and only 6.6% were 46 years
older. This indicates that the selected firm has a considerable number of young employees who are still agile to furnish their skills
and competence.

The table also reveals that 34.7% of the respondents were single, 60% were married, and only 5.3% were others. It, therefore,
implies that a more significant percentage of the respondents were married working in the selected firm.

The table adds that 6.7% of the total respondents had SSCE; 13.3% of the respondents had NCE, while 48% of the
respondents had HND/B.SC; while 25.3% of the respondents had Professional certificates like M.SC, MBA, ICAN etc. It thus
implies that a greater percentage of the respondents in the selected firm had HNB/B.SC.

According to the table 52% of the respondents had 1-5yrs working experience. In comparison, 30.7% of the respondents had
6-10yrs working experience, followed by 13.3% who had 11-15yrs working experience, and 4.0% of the respondents also had
more than 16yrs working experience. It thus implies that a more significant percentage of the respondents working in the selected
firm had 1-5yrs working experience.

D. Descriptive Statistics for the Variables

Table 3 Self-Awareness and Employees' Satisfaction

SIN Questions SA A U D SD Total
5 4 3 2 1
Self-Awareness

1 I know myself and understand my 40 88 16 4 2 150
feelings. 26.7% 58.7% 10.7% 2.6% 1.3% 100%

2 I do not feel terrible about going to 44 76 18 12 - 150
work. 29.3% 50.6% 12.0% 8.1% 100%

3 I have mood swings at work, but it does 44 74 20 8 4 150
not affect my behaviour. 29.3% 49.3% 13.3% 5.3% 2.6% 100%

Employees' Satisfaction
4 | I feel connected to my co-workers atwork. | 22 [ 72 | 18 | 28 [ 10 [ 150
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14.7% 48% 12% 18.7% 6.7% 100%
5 I feel valued or essential to the organisation. 64 68 10 6 2 150
42.7% 45.3 6.7% 4.0% 1.3% 100%
6 | am satisfied with everything about my workplace, 24 88 12 26 8 150
and | am not searching for a job at another company. 16% 58.7% 8% 17.3% 5.3% 100%

» Interpretation
From table 3, 26.7% of the total respondents strongly agreed to know themselves and understand their feelings. 58.7% of the
respondents agreed, 10.7% were undecided, and the remaining 3.9% disagreed.

Also, 29.3% of the total respondents strongly agreed that they do not feel terrible about working. 50.6% of the respondents
agreed, 12.0% were undecided, and the remaining 8.1% disagreed.

The table also indicates that 29.3% of the total respondents strongly agreed to have mood swings at work. Still, it doesn't
affect my behaviour; 49.3% of the respondents agreed, 13.3% were undecided, and the remaining 7.9% disagreed.

Notably, 14.7% of the total respondents strongly agreed that they control their feelings at work, 48% agreed, 12% were
undecided, and the remaining 25.4% disagreed.

In the same vein, 42.7% of the total respondents strongly agreed that they feel valued or essential to the organisation, 45.3%
agreed, 6.7% were undecided, and the remaining 5.3% disagreed.

The table depicts that 16% of the respondents strongly agreed that they are satisfied with everything about their workplace
and are not searching for a job at another company, 58.7% of the respondents agreed, 8% were undecided, and the remaining 22.6%
disagreed.

Table 4 Self-Regulation and Employees' Involvement

SIN | Questions | sA | A | u | D | sb | Total
Self-Regulation
1 I can control my feelings at work. 24 88 12 26 8 150
16% 58.7% 8% 17.3% 5.3% 100%
2 I can manage my feelings and the 34 64 10 24 20 150
feelings of others at work. 22.7% 42.7% 6.7% 16% 13.3% 100%
3 I am not easily affected by other 32 66 18 22 12 150
people's behaviour towards me at 21.3% 44% 12% 14.7% 8% 100%
work.
Employees' Involvement
4 I enjoy my job  duties and 42 60 14 20 14 150
responsibilities. 28% 40% 9.3% 13.3% 9.3% 100%
5 I always look forward to going to 28 64 20 16 22 150
work every day. 18.7% 42.7% 13.3% 10.7% 14.6% 100%
6 | feel connected to my company so 44 74 20 8 4 150
much that it affects my personal life. 29.3% 49.3% 13.3% 5.3% 2.6% 100%

> Interpretation
From table 4, 16% of the total respondents strongly agreed that they control their feelings at work, 58.7% agreed, 8% were
undecided, and 22.6% disagreed.

Also, 22.7% of the total respondents strongly agreed that they manage their feelings and the feelings of others at work,
42.7% of the respondents agreed, 6.7% were undecided, and the remaining 29.3% disagreed.

The table also indicates that 21.3% of the respondents strongly agreed that they are not easily affected by other people's
behaviour towards them at work, 44% agreed, 12% were undecided, and the remaining 22.7% disagreed.

Furthermore, 28% of the total respondents strongly agreed that they enjoy their job duties and responsibilities, 40% of the
respondents agreed, 9.3% were undecided, and the remaining 22.6% disagreed.

In the same vein, 18.7% of the total respondents strongly agreed that they always look forward to going to work every day,
42.7% agreed, 13.3% were undecided, and the remaining 25.3% disagreed.
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Finally, the table depicts that 29.3% of the total respondents strongly agreed that they feel connected to the company so
much that it affects their personal life, 49.3% of the respondents agreed, 13.3% were undecided, and the remaining 7.9%
disagreed.

Table 5 Empathy and Employees' Loyalty

SIN | Questions | sA | A | U | b | sb | Total
Empathy

1 I always put myself in others' shoes. 22 80 6 32 10 150
14.7% 53.3% 4% 21.3% 6.7% 100%

2 | care about others' feelings asides from mine. 28 72 8 28 14 150
18.7% 48% 5.3% 18.7% 9.3% 100%

3 | take other people's feelings personal. 26 80 22 10 12 150
17.3% 53.3% 14.7% 6.7% 8% 100%

Employee Loyalty

4 | am proud to represent my company anywhere. 32 66 18 22 12 150
21.3% 44% 12% 14.7% 8% 100%

5 My company is currently investing in my skill 26 84 14 22 4 150
development. 17.3% 56% 9.3% 14.7% 2.6% 100%

6 In any unpleasant situation, I would stick with my 34 64 10 24 20 150
company even if it affects my pay for a while. 22.7% 42.7% 6.7% 16% 13.3% 100%

> Interpretation

According to table 5, 14.7% of the total respondents strongly agreed that they always put themselves in others' shoes, 53.3%
agreed, 4% were undecided, and the remaining 28% disagreed.

Also, 18.7% of the total respondents strongly agreed that they do care about others' feelings, 48% of the respondents agreed,
5.3% were undecided, and the remaining 28% disagreed.

The table indicates that 17.3% of the total respondents strongly agreed that they take other people's feelings personal, 53.3% of
the respondents agreed, 14.7% were undecided, and the remaining 14.7% disagreed.

The table reveals that 21.3% of the total respondents strongly agreed that they are proud to represent the company anywhere,
44% agreed, 12% were undecided, and the remaining 22.7% disagreed.

In the same vein, 17.3% of the total respondents strongly agreed that the company is currently investing in their skill
development. 56% of the respondents agreed, 9.3% were undecided, and the remaining 17.3% disagreed.

Also, 22.7% of the total respondents strongly agreed that in any case of an unpleasant situation, they would stick with the
company even if it affects their pay for a while, 42.7% of the respondents agreed, 6.7% were undecided, and the remaining 29.3%
disagreed.

Table 6 Social Skill and Employees' Engagement

SIN_| Questions | sA | A | uU | D | sD | Mean
Social skill

1 I love working with a team at work. 24 66 20 28 12 150
16% 44% 13.3% 18.7% 8% 100%

2 I do not enjoy being and working alone 28 74 14 22 12 150
in the workplace. 18.7% 49.3% 9.3% 14.7% 8% 100%

3 I enjoy communicating with  and 48 66 14 12 10 150
relating with people at work. 32% 44% 9.3% 8% 6.7% 100%

Employees’ Turnover Intention

4 I can see myself  growing and 20 82 24 20 4 150
developing my career in my company. 13.3% 54.7% 16% 13.3% 2.71% 100%

5 I do not see myself working in my 28 14 8 28 72 150
company in the next two years. 18.7% 9.3% 5.3% 18.7% 48% 100%

6 | feel like I belong in my company. 41 62 19 17 13 150
27.3% 41.3% 12.7% 11.3% 8.7% 100%
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» Interpretation
Table 6 showed the responses on social skills. From the table above, 16% of the total respondents strongly agreed that they love
working with a team at work, 44% agreed, 13.3% were undecided, and the remaining 26.7% disagreed.

Also, 18.7% of the total respondents strongly agreed that they do not enjoy being and working alone in the workplace, 49.3%
agreed, 9.3% were undecided, and the remaining 22.7% disagreed.

In addition, 32% of the total respondents strongly agreed that they enjoy communicating with and relating with people at
work, 44% of the respondents agreed, 9.3% were undecided, and the remaining 14.7% disagreed.

For employees' turnover intention, the table reveals that 13.3% of the total respondents strongly agreed that they could see
themselves growing and developing their career in the company, 54.7% of the respondents agreed, 16% were undecided, and the
remaining 16% disagreed.

Moreover, 18.7% of the total respondents strongly agreed that they do not see themselves working in the company in the next
two years, 9.3% of the respondents agreed, 5.3% were undecided, and the remaining 66.7% disagreed.

Lastly, 27.3% of the total respondents strongly agreed that they belong to the company, 48% agreed, 5.3% were undecided,
and the remaining 28% disagreed.

» Test of Hypotheses Test of Hypothesis 1

o Ho: Self-awareness does not affect the satisfaction of Laralek Ultimate Limited, Ikeja, Lagos State, Nigeria.
o Hi: Self-awareness affects the satisfaction of employees of Laralek Ultimate Limited, Ikeja, Lagos State, Nigeria.

The multiple regression analysis was used to test hypothesis one. The primary reason for using the abovementioned statistical
tool is to determine the significant contribution and predictive capabilities of self-awareness towards the satisfaction of employees
of Laralek Ultimate Limited, Ikeja, Lagos State, Nigeria.

e HO: Self-awareness does not affect the satisfaction of Laralek Ultimate Limited, Ikeja, Lagos State, Nigeria.

Table 7 Model Summary for Self-Awareness and Satisfaction
Model Summary
Model R RSquare Adjusted R Square Std. Error of the Estimate
1 5522 .304 287 .663
a. Predictors: (Constant), self-awareness

In table 7, after entry of the self-awareness (SA) scale, the total variance explained by the model was 30.4% (.304 x 100). This
implied that the self-awareness (SA) scale explains 30.4% of employees' satisfaction variance (ES).

Table 8 ANOVA for Self-Awareness and Satisfaction

ANOVA
Model Sum of Squares Df Mean Square F Sig.
Regression 14.627 1 14.627
Residual 145.246 148 .981
1 Total 159.873 149 14,910 .000P

a. Dependent Variable: employees' satisfaction
b. Predictors: (Constant), self-awareness

» Interpretation

The table 8 reveals the statistical significance of self-awareness (SA) on employees' satisfaction of Laralek Ultimate Limited,
Ikeja, Lagos State, Nigeria. This analysis tests the null hypothesis that multiple R in the population equals 0. The rule also is that a
model reaches statistical significance when Sig. = .000; this really means that p < .05. Therefore, from the table, PF was
statistically significant to ES where Sig. =.000 {F (1, 149) = 14.910}.
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Table 9 Coefficients for Self-Awareness and Satisfaction
Coefficients
Model Unstandardised Coefficients Standardised Coefficients T Sig.
B Std. Error Beta
1 (Constant) .800 187 552 4.281 .000
Self-awareness .546 .092 5.959 .000

a. Dependent Variable: Employees’ satisfaction

» Interpretation and Conclusion

In table 9, self-awareness (SA) produced statistical significance in predicting employees’ satisfaction (ES), with a beta value
(beta = .546, p < .05, Sig. .000). We, therefore, accept H1 and reject HQ. This implies that the variable self-awareness (SA) had
made a significant unique contribution to predicting the dependent variable, employees' satisfaction (ES).

» Hypothesis 2

e Ho: Self-regulation making does not improve/enhance employees' involvement in Laralek Ultimate Limited, Ikeja, Lagos
State, Nigeria.
o Hi: Self-regulation improves/enhances employees' involvement in Laralek Ultimate Limited, Ikeja, Lagos State, Nigeria.

The correlation was adopted for the study. Correlation, in the broadest sense, is a measure of an association between
variables. The magnitude of the relationship can be positive correlation or in the opposite (negative correlation) direction. The
Pearson product-moment correlation analysis was used to test hypothesis two. The primary reason for using the above mentioned
statistical tool is to explore the strength and direction of the relationship between participative decision making and employees'
creativity.

» Decision Rule:
According to Hinkle, Wiersma and Jur (2003), the following thumb rule for correlation decision rule was categorised into
five:

Very high positive (negative) correlation =.90to 1.00 (-.90 to — 1.00)
High positive (negative) correlation = .70 to .90 (-.70 to - .90)
Moderate positive (negative) correlation = .50 to .70 (-.50 to -.70)
Low positive (negative) correlation =.30 to .50 (-.30 to -.50)

Little if any correlation = .00 to .30 (-.00 to -.30)

e H20: Self-regulation making does not improve/enhance employees' involvement in Laralek Ultimate Limited, Ikeja,
Lagos State, Nigeria.

Table 10 Correlation between Social Supports and Employees™ Involvement

Correlations
Social Support Employees' involvement

Pearson Correlation 1 510"

Self-regulation Sig. (2-tailed) .000

N 150 150

Employees Involvement Pearson Correlation 510™ 1
Sig. (2-tailed) .000
N 150 150
**_Correlation is significant at the 0.01 level (2-tailed).

» Interpretation and Conclusion

In table 10, the relationship between self-regulation and employees' involvement was investigated using Pearson Product-
Moment Correlation (PPMC) coefficient. There was a medium, positive correlation between the two variables, self-regulation and
EC; r = .510, n = 150, p < .01, moderate levels of self-regulation are associated with relatively high levels of employees'
involvement. This result implies that the level of involvement of the selected firm is averagely influenced by self-regulation.
Conclusively, the results of the Pearson product-moment correlation analysis shows that there is a positive and moderate
significant relationship between self-regulation and employees' involvement in Laralek Ultimate Limited, Ikeja, Lagos State,
Nigeria.
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» Test of Hypothesis 3
o HO0: Empathy has no significant relationship with the loyalty of employees of Laralek Ultimate Limited, Ikeja, Lagos State,
Nigeria.
o H1: Empathy has a significant relationship with the loyalty of employees of Laralek Ultimate Limited, Ikeja, Lagos State,
Nigeria.
Table 11 Correlation between Empathy and Employees' Loyalty
Empathy Employees' Loyalty
Empathy Pearson Correlation 1 636"
Sig. (2-tailed) .000
N 150 150
Employees’ Loyalty Pearson Correlation 636" 1
Sig. (2-tailed) .000
N 150 150

**_Correlation is significant at the 0.01 level (2-tailed).

> Interpretation

Table 11 shows the relationship between empathy and employee loyalty, and this was tested using Pearson Product Moment
Correlation (PPMC) coefficient. The thumb rule for correlation decision rule stated by Hinkle, Wiersma, and Jur (2003) indicates
that there are five ways of interpreting its result;

Very high positive (negative) correlation =.90 to 1.00 (-.90 to — 1.00)
High positive (negative) correlation=".70 to .90 (-.70 to - .90)
Moderate positive (negative) correlation = .50 to .70 (-.50 to -.70)
Low positive (negative) correlation=".30 to .50 (-.30 to -.50)

Little if any correlation = .00 to .30 (-.00 to -.30)

Based on the thumb rule stated above, the statistical result showed a moderate positive significant relationship between the
variables because the correlation size falls within (.50 to .70); r = .636, and since the P-value is < 0.05, we reject the Ho and
accept the H1. This statistically means that we accept the alternate hypothesis, which states a positive and significant relationship
between empathy and employee loyalty.

» Test of Hypothesis 4

e Ho - Social Skill has no significant effect on the turnover intention of employees of Laralek Ultimate Limited, Ikeja, Lagos
State, Nigeria

e Hi1 - Social Skills has a significant effect on the turnover intention of employees of Laralek Ultimate Limited, Ikeja, Lagos
State, Nigeria

The multiple regression analysis was used to test hypothesis three. The major reason for using the above-mentioned statistical
tool is to determine the significant contribution and predictive effect of social skills on employees' turnover intention in Laralek
Ultimate Limited.

e H1 - Social Skills has a significant effect on the turnover intention of employees of Laralek Ultimate Limited, Ikeja,
Lagos State, Nigeria

Table 12 Model Summary for Social Skill and Employees' Turnover Intention
Model Summary
R Square Adjusted R Square
488 423
a. Predictors: (Constant), Social skill

Model R
1 .6992

Std. Error of the Estimate
.880

In table 12, after entry of the social skill scale, the total variance explained by the model was 48.8% (.488 x 100). This
implies that the impact of social skills explains 48.8% of the variance on the turnover intention of employees of Laralek Ultimate
Limited.
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Table 13 ANOVA for Social Skill and Employees' Turnover Intention
ANOVA
Model Sum of Squares df Mean Square F Sig.
Regression 22.633 1 22.633
1 Residual 120.637 148 815 27.771 .000°
Total 143.27 149

a. Dependent Variable: Employees' Turnover Intention
b. Predictors: (Constant), social skill

Table 13 reveals the statistical impact of social skills in predicting the turnover intention of employees of Laralek Ultimate
Limited. This analysis tests the null hypothesis that multiple R in the population equals 0. The rule also is that a model reaches
statistical significance when Sig. =.000; this really means that p < .05. Therefore, from the table, the social skill was statistically
significant in predicting the turnover intention of employees of Laralek Ultimate Limited with Sig. = .000 {F (1, 149) = 27.771}.

Table 14 Coefficient for Social Skill and Employees' Turnover Intention

Coefficients
Model Unstandardised Coefficients Standardised Coefficients t Sig.
B Std. Error Beta
1 (Constant) 1.005 139 7.235 .000
Social skill 511 .062 .699 8.211 .000

a. Dependent Variable: Employee engagement

In table 14, social skill produced statistical significance in predicting the turnover intention of employees of Laralek Ultimate
Limited, with a beta value (beta = .511, p < .05, Sig. .000). We, therefore, accept H1 and reject HQ. This implies that social skills
made a significant contribution to predicting the turnover intention of employees of Laralek Ultimate Limited.

» Summary of the Findings

e The first hypothesis predicted the effect of self-awareness on employees' satisfaction. The model on self-awareness (SA)
produced statistical significance in predicting employees’ satisfaction (ES), with a beta value (beta = .546, p < .05, Sig. .000).
We, therefore, accept H1 and reject HO. This implies that the variable self-awareness (SA) had made a significant unique
contribution to predicting the dependent variable, employees' satisfaction (ES).

e The relationship between self-regulation and employees' involvement was investigated using Pearson Product-Moment
Correlation (PPMC) coefficient. There was a medium, positive correlation between the two variables, self-regulation and EC; r
= 510, n = 150, p < .01, moderate levels of self-regulation are associated with relatively high levels of employees'
involvement. This result implies that the level of involvement of the selected firm is averagely influenced by self-regulation.
Conclusively, the results of the Pearson product-moment correlation analysis showed that there is a positive and moderate
significant relationship between self-regulation and employees' involvement in Laralek Ultimate Limited, Ikeja, Lagos State,
Nigeria.

e The result of the third hypothesis showed a moderate positive and significant relationship between empathy and employee
loyalty. The correlation value falls within (.50 to .70); r = .636, and since the P-value is < 0.05, we reject the HO and accept the
H1. This statistically means we accept the alternate hypothesis, which states a positive and significant relationship between
empathy and employee loyalty.

e The fourth hypothesis predicted the effect of social skills on employees' turnover intention. The model on social skill produced
statistical significance in predicting the turnover intention of employees of Laralek Ultimate Limited, with a beta value (beta
= 511, p <.05, Sig. .000). We, therefore, accept H1 and reject HQ. This implied that social skills made a significant
contribution to predicting the turnover intention of employees of Laralek Ultimate Limited.

Table 15 Acceptance or Rejection of Null hypotheses

Null Hypotheses Accept | Reject
HO1 Self-awareness does not affect the satisfaction of employees of Laralek Ultimate Limited No Yes
H02 Self-regulation making does not improve/enhance employees' involvement of Laralek Ultimate Limited| No Yes
H03 empathy has no significant relationship with the loyalty of employees of Laralek Ultimate Limited
H04 Social skill does not predict the turnover intention of employees of Laralek Ultimate Limited No Yes

E. Discussions of Findings

The purpose of this study is to assess emotional intelligence in managers and employees, as well as to compare employee
performance in the study organisation. The survey solely takes into account managers and employees from all levels of the firm.
Emotional intelligence is a collection of skills that allows us to recognise, comprehend, and control emotions in ourselves and

IJISRT25NOV499 WWW.ijisrt.com 1408


https://doi.org/10.38124/ijisrt/25nov499
http://www.ijisrt.com/

Volume 10, Issue 11, November — 2025 International Journal of Innovative Science and Research Technology
ISSN No:-2456-2165 https://doi.org/10.38124/ijisrt/25nov499

others.

These emotional competencies are skills-based qualities that contribute to improved employee performance. Managerial
success is linked to emotional intelligence. Managers with strong emotional intelligence outperformed when judged by
organisational performance statistics, according to Sosik and Megerian (1999). According to a study by Lam and Kirby (2002),
there is a link between emotional intelligence and job success. Cavallo and Brienza's works backed this up as well (2002).

The findings support the works of previous researchers. Hassan et al. (2010) defined emotional leaders as a priority in
today's business world in their study. Leadership, they believe, should be aware of changes in global industries and economies, as
well as the need for a more engaged and committed staff. Several research (Hassan et al., 2010; George et al., 2007; Alston &
Sosa-Fey, 2010) support the value of empathy in the workplace in fostering the necessary levels of confidence and optimism in
employees through challenging circumstances. This is because the degree to which both parties trust and identify with one other
determines the strength of the relationship between the essential parties (employers and employees). Similarly, Carmeli and
Josman (2006) discovered that people who had a higher level of El have better performance outcomes. Jorfi et al. (2010) also
linked El to mental health and the formation of a healthy workplace environment. Finally, El is also considered a crucial
consideration for selection when hiring the top staff.
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CHAPTER FIVE
SUMMARY, CONCLUSION AND RECOMMENDATION

» Introduction
This chapter contains a summary of the findings. The conclusion was drawn based on the findings of this study, and
recommendations were also proffered.

» Summary of Findings
This study was categorised into five chapters. Chapter one was the introduction, and the objectives of the study were to find
how emotional intelligence and employee engagement affects the employees of Laralek Ultimate Nigeria.

Chapter two was based on views from relevant literature concerning entrepreneurial skills and business performance of small
and medium scale enterprises. Chapter two also discussed and pointed out past and relevant theories related to both independent
and dependent variables of the research work. Various publications, articles and journals were relevant and valuable to this
study—chapter two comprised a conceptual framework. The conceptual framework of this project involves definitions of essential
concepts and terms relating to the studies and explanations of various sub-variables in the research work. Theoretical framework
reviews already existing theories that focus on the variables. The empirical framework talks about various views and conclusions
different individuals pointed out based on the topic and strictly about the study area.

In this research work, chapter three was based on the research methodology, which consists of an introduction, research
design, population of the study, sampling techniques, sample size determination, sampling frame, sources of data and procedure of
data collection, research instruments and design, the validity of research instrument, reliability of research instrument and the
method of data analysis. The validity of the research work is assured due to the questionnaire been consciously and effectively
distributed to the study area. In chapter three, primary and secondary were substantially used for the research work.
Questionnaires administered to the various small and medium scale enterprises are the primary source of data. Secondary sources
of data used in the research work are journals, the internet, articles, past project work etc.

Chapter four generates detailed findings, conclusions, recommendations, analysis and presentations of results derived from
computation in chapter three. Chapter four comprises the questionnaire established in chapter three and how it has been received
and examined. The exclusive purpose of the chapter is to analyse and attribute all necessary data in an orderly method that will be
easy to understand. Through the use of SPSS (Statistical Package for Social Sciences), the correlation and regression method of the
hypothesis was used to investigate findings.

Chapter five is the final chapter of this study, which explains a summary of the work. Summary of findings, recommendations
and the conclusion of the study. The theoretical and empirical framework have their findings, conclusion and recommendations
for more study.

e Summary of Theoretical Findings

Emotional intelligence is a critical aspect in determining life success, and psychological well-being appears to influence how
managers and employees interact in the workplace significantly. In today's global and complicated environment, the link between
emotional intelligence and performance remains a major source of concern for managers and employees worldwide. The findings
for this study indicate an understanding of why employees choose to be less or more engaged in their jobs. It suggests that when
individual employees perceive that their organisation cares and supports their well-being, they will help the organisation reach its
goals. Top leaders' people management El behavioural capabilities emerge as more common distinguishing characteristics that
describe organisations with a high focus on efficiency, human resources, and external environment adaption. Only the first two
appear to be related to overall business performance. These distinct competencies can be further distinguished in the task,
relational, and change focused behaviours. As a result, to positively impact the entire business, leaders must focus on the task and
relationship-oriented behaviours. The findings support the assumption of the existing models.

These models can explain which types of top leaders' actions may have an impact on overall organisational performance.
These findings may explain why many successful companies lack a charismatic CEO, and a visionary CEO is no guarantee that a
company will avoid financial disaster (e.g., Finklestein, 2003; Sandowsky, 1995). The findings also contribute to upper echelons
theory by assessing a psychological component of top leaders' intelligence that requires further attention, bridging the gap between
leadership and strategic management literature.

e Summary of Empirical Findings
v" The fourth hypothesis was: Self Awareness has a significant influence on Employee satisfaction. Using regression analysis, the

result derived showed an effect of self-awareness on employee satisfaction. The null hypothesis (H0) was not accepted, and the
alternate hypothesis (H1) was not rejected. The result from the model is (F =1.503, P =0.223).
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v The correlation (r) = 0.181 between self-regulation and employees’ involvement is significant at 0.05 level. The Pearson
correlation coefficient, as displayed in Table 4.3, shows a small, but negative correlation between self-regulation and
employees’ involvement 0.181, with a p-value of 0.048. Hence, we reject the null hypothesis (H0) and accept the alternate
hypothesis (H1).

v" The second hypothesis tested was: empathy has a significant influence on employee loyalty. Using regression analysis, the result
derived showed an effect of empathy on employee loyalty in the workplace. The null hypothesis (H0) was rejected, while the
alternate hypothesis (H1) was accepted. The result from the model is (F =8.106, P= 0.05).

v" The third hypothesis tested was: Social skills has a significant effect on employee turnover intention. Using regression
analysis, the result derived showed that there is an effective impact of social skills on employee turnover intention. The null
hypothesis (HQ) was rejected, while the alternate hypothesis (H1) was accepted. The result from the model is (F = 1.129, P=
0.290).

» Conclusion

This research shows that emotional intelligence has a positive and significant influence on employees' behavioural outcomes.
Results also depicts that self-awareness has an effect on employee satisfaction. Also, self-regulation and employee involvement
are connected, though a weak connection. The research also reveals that empathy affects employee loyalty to an extent. Social
skills also has a great deal of impact on employee turnover intention.

In addition, the findings also reveals that the employees of the chosen construction firm are in touch with their feelings and
are optimistic about their work. They also communicate their emotions and are self-sufficient, robust, and secure in expressing
their opinions and beliefs. Employees of the chosen construction firm have good social skills; they understand, connect, and relate
well. These individuals do well in jobs that entail engaging with people and working as part of a team. The personnel are also
"flexible, practical, effective in identifying troublesome circumstances, and skilled in arriving at adequate solutions," according to
the report. These people have suitable coping mechanisms for dealing with everyday problems. This chosen personnel are known
for having "happy, upbeat, hopeful, and optimistic attitudes." They know how to have fun and create an upbeat and cheerful
environment at work. As a result, they require more than simply specific managerial skills; they require well-honed El and EI that
is well-focused on tasks and management of relationships.

The research’s findings illustrate that the relationship between EI behavioural competencies and company productivity
should be noted by leaders, who should be aware that this is a cross-level process because their organizations reflect their actions.
As a result, they require more than simply specific managerial skills; they require well-honed EI and El that is well-focused on
tasks and management of relationships.

» Recommendations/ Managerial Implications

Employees' emotional intelligence can be improved by educating and training employees, which should be held regularly to
improve positive attitudes, behaviours and outcomes in the organization. In addition, employees should be enlightened about how
to identify, understand and manage their emotions, as well as that of others. This research has identified the importance and
significance of being self-aware, having the shility to self-regulate or self-manage one’s feelings in the workplace, ability to
understand and empathize with others’ feelings and the need for social skills in effectively achieving optimum employee
satisfaction, employee involvement, employee loyalty and reduced employee turnover intention. Employees’ ability to identify and
manage their emotions will help them understand the feelings and emotions of others, therefore, enabling them display the right
and expected behavior at work.

» Contributions to Knowledge

e This study establishes that individuals with a higher level of emotional intelligence exhibit higher levels of performance or
behavioral outcomes.

e The study reveals that emotional intelligence skills can help to curb or manage employees’ deviant or inappropriate behaviors
such as, absenteeism, employee disengagement, gross misconduct, insolence and employee turnover intentions displayed in
the workplace.

e The study establishes that to facilitate employees’ behavioural outcomes, it may be beneficial for organisations to recruit,
facilitate and promote emotionally intelligent managers with good cognitive ability and managerial skills.

e This research contributes to emotional intelligence literature by examining the effects of different dimensions and
implementations on employees behavioural outcomes.

e Employees’ behaviors have also been viewed from the perspective of pay or compensation packages being the major
determinant factor however, this study has exposed that emotional intelligence skills can be the solution to regulating and
managing employees’ behaviors and disposition to work.

e The study presents an instrument to measure emotional intelligence to close the gap of lack of theoretical clarification and basis
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for a good instrument for measuring it.
e The study also contributes by explaining how emotional intelligence models can improve the commitment, satisfaction, loyalty
and turnover intentions of the employees, which will in turn facilitate employees’ disposition to work.

» Suggestions for Further Research

e It is recommended that further research should be extended to other construction firms in the sector to identify the effect of
emotional intelligence on employees' behavioural outcomes. In this work, emotional intelligence was considered by looking
into self- awareness, self-control, self-management and building bonds. Concerning the sample, further research that will be
carried out can include a higher population and sample size.

o Future studies may need to expand to cover the service industry rather than the manufacturing industry. Then, generalization
of the findings might be well justified.

o Finally, future studies should also consider analyzing the firm size and age and their influence on employees' behavioural
outcomes. These might be relevant and imperative in making policy decisions for the firm.
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APPENDIX | RESEACRH QUESTIONNAIRE

IMPACT OF EMOTIONAL INTELLIGENCE ON EMPLOYEE BEHAVIORAL
OUTCOMES: A STUDY OF LARALEK ULTIMATE LIMITED
HR Manager,
Laralek Ultimate Limited,
Lagos State, Nigeria.

27" July, 2021

Dear Respondent,

I am an MBA student of Covenant University currently in an on-going program in Industrial Relations and Human Resource
Management in Covenant. | am currently conducting a research on Impact of Emotional Intelligence on Employee Behavioral
Outcomes: A Study of Laralek Ultimate Limited. | appeal that you please make your views and opinions candid and truthful, as

they would be of help in achieving the objectives of the study. All the information provided will be used for academic purposes
only and treated in absolute confidentiality. Thank you for your help and cooperation.

Yours Sincerely,
Ekundayo Gloria Olajesu

Researcher
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This questionnaire entails three sections: A, B, C and D. Please tick ( \) where necessary.

> Section A: Personal Data (Kindly Tick N And Fill Where Applicable)

Sex: Male ( ) Female ()
Age: 18-25( ) 26-35( ) 36 and above ( )
Are you a staff of Laralek Ultimate Limited? Yes ( ) No ()

What is your job roleftitle? ...
What is your staff status at Laralek Ultimate Limited? Permanent ( ) or Temporary ( )
How long have you been a staff of Laralek Ultimate Limited? 0-10 years ( ), 11-20 years ( ), 21 years and above?

» Section B: Emotional Intelligence

This research work will be utilizing a five (5) Likert scale. On the scale, five (5) is the highest construct. The Likert scale is

explained as follows: SA for Strongly Agree, A for Agree, D for Disagree, UD for Undecided and SD for Strongly Disagree.
Please tick () the number that corresponds to your answer in each of the question given.

SIN | Question | sAn ] A Jub ]| D | sD
Self-Awareness

9. I know myself and understand my feelings.

10. | don’t feel terrible about going to work.

11. I have mood swings at work but it doesn’t affect my behavior.
Self-Regulation

13. I can control my feelings at work.

14. I can manage my feelings and the feelings of others at work.

15. I am not easily affected by other people’s behavior towards me at work.

Empathy

16. I always put myself in others’ shoes.

17. I don’t care about others’ feelings asides mine.

18. | take other people’s feelings personal.

Social Skills

19. I love working with a team at work.

20. I do not enjoy being and working alone in the workplace.

21. I enjoy communicating with and relating with people at work.

» Section C: Employee Behavioral Outcomes

SIN | Question |sA] A [ ub | D | sD
Employee Satisfaction

22, | feel connected to my co-workers at work.

23. | feel valued or important to the organization.

24, | am satisfied with everything about my workplace and | am not

searching for a job at another company.

Employee Involvement

25. I enjoy my job duties and responsibilities.

26. I always look forward to going to work everyday.

27. |l feel connected to my company so much that it affects my personal life.

Employee Loyalty

28. | am proud to represent my company anywhere.
29. My company is currently investing in my skill development.
30. In any case of an unpleasant situation, | would stick with my

company even if it affects my pay for a while.

Employee Turnover Intention

3L I can see myself growing and developing my career in my
company.

32. | | do not see myself working in my company in the next two years.

33. | feel like | belong in my company.
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