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Abstract: Natural disasters often overwhelm public employees, especially in high-risk areas like Odisha. This study looks at how 

emotional intelligence helps frontline workers manage stress, lead teams, and connect with affected communities during crises. Using 

surveys, interviews, and secondary sources, the research shows that workers with higher emotional intelligence perform better in key 

areas like decision-making, communication, and community trust. Empathy and motivation emerge as strong predictors of field 

effectiveness. The study supports adding emotional intelligence training to government disaster programs to boost preparedness and 

resilience. Using a mixed-method approach involving primary survey data, structured interviews, and secondary documentation, the 

study analyzes how EI dimensions shape decision-making, stress management, team coordination, and community engagement. The 

results indicate that employees with higher EI consistently demonstrate stronger leadership under pressure, more effective 

communication, and improved resilience. The findings support the argument that EI is a critical competency for disaster-management 

personnel, and integrating EI-focused training into state disaster-preparedness strategies can significantly enhance institutional 

effectiveness. 
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1. Introduction 
 

Odisha’s long coastline and climatic vulnerability expose it 

to repeated cyclones, tidal surges, floods, and related 

hazards, positioning it among the most disaster-sensitive 

regions of India. Within this challenging environment, the 

Revenue and Disaster Management Department carries the 

primary responsibility for coordinating evacuation efforts, 

overseeing relief distribution, managing inter-departmental 

collaboration, and assisting communities in crisis. The 

pressures associated with disaster response, such as 

operating with limited and rapidly changing information, 

addressing the needs of emotionally distressed populations, 

and working under intense time constraints, place 

formidable demands on personnel. These circumstances 

require not only technical knowledge and operational 

efficiency but also a high degree of Emotional Intelligence 

(EI). Employees must regulate their own stress and interpret 

emotional cues from affected citizens. They must also 

inspire team confidence and maintain effective interaction 

with diverse stakeholders, interpret the emotional cues of 

affected citizens, inspire confidence among team members, 

and maintain constructive interactions with diverse 

stakeholders. While EI is intuitively recognised as important 

in such settings, its specific influence on the performance of 

government disaster-response staff has not been sufficiently 

explored. This study seeks to fill that gap by investigating 

how various dimensions of EI shape the effectiveness, 

adaptability, and interpersonal functioning of disaster-

management personnel in Odisha. 

 

2. Review of Literature 
 

Over the past decade, ‘Emotional Intelligence (EI) has been 

increasingly recognized as a core competency for 

professionals operating in high-stress, high-stakes 

environments, including emergency services and disaster 

management. Contemporary theoretical work has continued 

to refine the ability model of EI emphasizing emotion 

perception, understanding, facilitation, and regulation and its 

psychometric foundations (Mayer et al.; ability-model 

updates).  

 

Empirical research across emergency-response domains 

consistently links higher EI to better stress regulation, 

decision-making clarity, and interpersonal effectiveness 

during crises. Studies of emergency personnel and 

healthcare responders report that EI correlates with 

resilience, lower burnout, and improved team functioning 

findings that have been replicated in multiple national 

contexts and across disaster types. For example, research on 

emergency-service workers highlights how emotional 

awareness training can improve resilience and post-incident 

recovery.  

 

Recent studies on disaster teams show that emotional 

intelligence helps responders manage complex, fast-
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changing situations. show that EI is associated with disaster-

response self-efficacy and practical operational outcomes. 

Cross-sectional studies among clinicians and rescue teams 

indicate that EI predicts confidence in managing chaotic 

situations and executing complex, rapid-response tasks, 

suggesting that EI is not merely a dispositional trait but a 

capability that supports operational performance under 

pressure. These results have been observed in hospital-based 

disaster teams and broader emergency-response cohorts.  

 

In the Indian policy context, national disaster guidelines 

increasingly acknowledge psychosocial support and mental-

health preparedness as essential components of 

comprehensive disaster management. The ‘National Disaster 

Management Authority (NDMA)’ and related guidelines 

emphasize mental-health services, community resilience, 

and capacity-building for frontline workers, areas where EI-

based training would directly contribute to the stated aims of 

trauma-informed, people-centred response. Despite this 

policy recognition, peer-reviewed evidence examining EI 

within Indian government disaster agencies remains limited, 

creating a clear research and practice gap.  

 

Methodological advances over the last decade have also 

improved how EI is assessed and incorporated into 

interventions. Updated measures and refinements to the 

MSCEIT and other ability-based instruments offer more 

reliable ways to evaluate EI competencies, while controlled 

training programs (simulation-based drills, reflective 

practice, and brief psychoeducational modules) show 

promise in enhancing EI-related skills and reducing 

compassion fatigue among responders. Moreover, recent 

applied studies recommend combining technical drills with 

emotional-awareness exercises to produce durable 

improvements in crisis performance.  

 

Nevertheless, notable gaps remain. Much of the robust 

empirical evidence derives from healthcare and non-

governmental emergency teams, with fewer rigorous studies 

focused on civil-service disaster agencies in low- and 

middle-income settings like India. There is also limited 

longitudinal research tracking whether short-term EI gains 

from training translate into sustained improvements in field 

performance, retention, or reduced operational errors. The 

rising prevalence of hybrid digital tools for emotion 

monitoring and AI-assisted support suggests new avenues 

for augmenting human EI training but also raises ethical and 

practical questions that remain under-explored.  

 

Overall, research shows that emotional intelligence can be 

trained and improves how teams handle disaster situations. 

indicate a convergent view: EI is a practical, trainable set of 

competencies that enhances individual and team 

performance in disaster contexts, and it dovetails with policy 

priorities around psychosocial support and resilience. Yet 

translating this evidence into large-scale, government-led 

capacity-building for departmental responders requires 

targeted research on context-specific assessment tools, 

longitudinal intervention studies, and integration with 

national disaster frameworks, precisely the gaps the present 

study aims to address.  

 

 
 

 

 

 

 

Paper ID: SR26123233400 DOI: https://dx.doi.org/10.21275/SR26123233400 1431 

http://www.ijsr.net/


International Journal of Science and Research (IJSR) 
ISSN: 2319-7064 

Impact Factor 2024: 7.101 

Volume 15 Issue 1, January 2026 
Fully Refereed | Open Access | Double Blind Peer Reviewed Journal 

www.ijsr.net 

Table 1: Emotional Intelligence Dimensions and Behavioral Indicators 
EI Dimension Behavioral Indicators Detailed Interpretation 

1. Self-

Awareness 

Recognizes own emotions  

Understands strengths and limitations 

Maintains accurate self Perception 

Demonstrates self- confidence 

Individuals high in self-awareness are able to accurately identify their emotions 

at the moment they occur. They can differentiate between emotional triggers, 

understand how these emotions affect their thoughts and actions, and recognize 

situations where their personal strengths and weaknesses are relevant. This 

clarity enhances decision-making, communication, and interpersonal 

functioning. 

2. Self-

Regulation 

Manages impulses effectively 

Stays calm under pressure Adapts to 

changing circumstances demonstrates 

emotional self-control 

Self-regulation reflects a person’s ability to modulate their emotional responses 

rather than reacting impulsively. Individuals with strong self-control remain 

composed during conflict, adapt quickly to new or unexpected situations, and 

avoid letting negative emotions influence behavior. This helps maintain 

professionalism, resilience, and constructive problem solving. 

3. Motivation 

Demonstrates goal orientation Shows 

persistence despite challenges displays 

initiative Maintains optimism 

Motivated individuals are driven not merely by external rewards but by intrinsic 

passion and commitment to personal and professional goals. They continue 

striving even when faced with setbacks, showing a strong sense of purpose, 

energy, and forward momentum. Optimism helps them view difficulties as 

learning opportunities rather than barriers. 

4. Empathy 

Understands others’ emotions Listens 

actively Demonstrates sensitivity to diverse 

perspectives Responds compassionately 

Empathy involves accurately perceiving and understanding the emotional states 

of others. An empathetic person listens without judgment, considers cultural or 

personal differences, and responds in a way that validates others’ feelings. This 

enhances trust, reduces conflict, and strengthens interpersonal relationships. 

5. Social Skills 

(Relationship 

Management) 

Communicates clearly Resolves conflicts 

effectively Builds strong interpersonal 

relationships Demonstrates leadership and 

collaboration 

Social skills reflect the ability to manage interactions successfully. This includes 

influencing others positively, navigating difficult conversations, fostering 

teamwork, and building supportive networks. Strong relationship management 

allows individuals to become effective leaders who inspire, negotiate, and 

maintain healthy work environments. 

Source: Salovey and Mayer (1990) 

 

Objectives 

1) To determine the overall emotional intelligence profile 

of employees in the Revenue and Disaster Management 

Department of Odisha. 
2) To identify the EI dimensions that most strongly affect 

crisis decision-making, coordination, and 

communication. 

 

3. Methodology 
 

This study employed a mixed-method approach to gain a 

well-rounded understanding of how emotional intelligence 

shapes the performance of personnel involved in disaster-

response operations in Odisha. The design combined 

quantitative measurement of EI and performance indicators 

with qualitative inquiry to capture experiential insights from 

field-level disaster responders. 

 

Sampling Frame: The target population for the study 

consisted of ‘employees working in various units of the 

Revenue & Disaster Management Department’ across 

selected districts of Odisha. The sample frame included 

district emergency officers, tahasil-level staff, block disaster 

management officials, and frontline field personnel who 

were directly involved in evacuation, relief distribution, and 

coordination activities during recent natural disasters. A 

multistage sampling approach was used. First, districts 

regularly hit by floods and cyclones were chosen. Then, 

within each district, officials involved in emergency work 

were selected through stratified sampling. First, districts 

with repeated exposure to cyclones and floods were 

purposively selected to ensure contextual relevance. Within 

each district, departments engaged in emergency operations 

were identified, and respondents were selected using 

stratified sampling to ensure representation from different 

functional roles. 

Sample Size: 180 respondents were included in the 

quantitative phase of the study. The sample size was 

determined based on Cochran’s formula for social-science 

research, ensuring adequate representation while allowing 

for statistical analysis such as correlations and cross-

tabulations. For the qualitative component, 20 key 

informants—comprising senior officers, field supervisors, 

and experienced frontline workers—were selected through 

purposive sampling to capture in-depth insights related to 

emotional demands and behavioral responses during actual 

disaster events. 

 

Data Collection Instruments and Procedures: Primary 

data were collected using a structured questionnaire 

designed around the five core dimensions of emotional 

intelligence—‘self-awareness, self-regulation, motivation, 

empathy, and social skills’. Each item was rated on a 5-point 

Likert scale ranging from “strongly disagree” to “strongly 

agree.” The instrument also collected information on 

perceived performance indicators such as decision-making 

under pressure, crisis communication, teamwork, and 

community engagement. The questionnaire was 

administered in person to ensure clarity and to accommodate 

respondents with limited familiarity with survey formats. 

 

For the qualitative component, ‘semi-structured interviews’ 

were conducted using an interview guide that explored 

emotional challenges during disaster response, strategies for 

managing stress, interpersonal dynamics within teams, and 

experiences with community interaction. Interviews were 

conducted in the respondents’ preferred language—

primarily Odia—to encourage open and natural expression. 

Each interview lasted between 30 and 45 minutes and was 

recorded with the participants’ permission. 

 

Secondary Data: Departmental reports, Standard Operating 

Procedures (SOPs), government guidelines on disaster 
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management, and documentation from recent cyclone and 

flood responses were reviewed to contextualize the 

operational environment. These documents provided 

background information on institutional procedures, role 

responsibilities, and policy frameworks relevant to the study. 

 

Methods: The quantitative data were analyzed using 

descriptive statistics, correlation measures, and cross-

tabulation to explore how different EI dimensions relate to 

key performance indicators. The reliability of the EI 

instrument was assessed through Cronbach’s alpha. For the 

qualitative component, a thematic analysis was carried out, 

with interview transcripts manually coded to identify 

recurring themes linked to emotional reactions, coping 

approaches, teamwork dynamics, and interaction with 

communities during crisis situations. Insights from both the 

quantitative and qualitative strands were then combined to 

develop a comprehensive understanding of how emotional 

intelligence shapes employee performance. 

 

4. Results and Discussion 
 

The analysis indicated a strong positive relationship between 

EI and employee performance in disaster-response settings. 

Employees with high self-awareness demonstrated greater 

clarity in decision-making and better situational judgment. 

Self-regulation enabled personnel to maintain composure 

during evacuation and relief operations. Motivation acted as 

a driving force during prolonged emergencies such as 

cyclone landfalls. Empathy significantly improved 

communication with vulnerable populations, facilitating 

smoother evacuation processes. Social skills such as 

negotiation, conflict resolution, and stakeholder coordination 

proved essential for multi-agency collaboration. The study 

also identified challenges including inconsistent EI levels, 

limited formal training in stress management, and emotional 

fatigue during extended disaster periods. These findings 

highlight the need for structured EI-development programs 

for disaster-management personnel. 

 

5. Analysis 
 

1) Descriptive Statistics of EI Dimensions: 

The descriptive analysis examined the central tendencies and 

variability of the five Emotional Intelligence (EI) 

dimensions reported by the respondents.  

 

Table 2: Descriptive Statistics of EI Dimensions 
EI Dimension Mean SD Interpretation 

Self- Awareness 4.12 0.58 High Awareness 

Self- Regulation 3.95 0.62 
Moderately high control of 

Emotions 

Motivation 4.28 0.54 Strong Internal Drive 

Empathy 4.21 0.57 
Highly empathy towards 

affected people 

Social Skills 4.05 0.60 
Strong Communication & 

Coordination 

 

Interpretation: 

All EI dimensions show mean values above 3.9, indicating 

that employees generally possess strong emotional 

competencies. Motivation and empathy show the highest 

scores, suggesting that respondents are driven and 

community-oriented during disaster response. 

 

Overall, the descriptive statistics portray a workforce that is 

emotionally resilient, driven, and socially attuned, attributes 

that are essential for effective decision-making and 

coordinated action during disaster response operations. 

 

2) EI and Employee Performance Correlation: 

The correlation analysis showed that higher emotional 

intelligence is closely tied to better teamwork, 

communication, and decision-making between the emotional 

intelligence dimensions and various aspects of employee 

performance. 

 

Table 3: EI and Employee Performance Correlation 

EI Dimension 
Decision  

Making 

Crisis  

Communication 
Teamwork  

Community  

Engagement 

Self- Awareness 0.61 0.57 0.53 0.49 

Self- Regulation 0.68 0.59 0.55 0.51 

Motivation 0.72 0.64 0.60 0.58 

Empathy 0.58 0.63 0.66 0.70 

Social Skills 0.65 0.69 0.72 06.8 

(All correlation coefficients are positive and significant at p < 0.05.) 

 

Interpretation: 

Among all components, social skills emerged as the 

strongest predictor of teamwork and crisis communication, 

reflected in high correlation values of 0.72 and 0.69, 

respectively. This suggests that employees who 

communicate well, coordinate effectively, and manage 

interpersonal relationships are better equipped to collaborate 

during emergencies. Motivation also showed a powerful 

influence on decision-making (r = 0.72), indicating that 

individuals with strong inner drive tend to make faster and 

more effective choices when operating under pressure. 

Meanwhile, empathy demonstrated the highest association 

with community engagement (r = 0.70), underscoring the 

importance of understanding and responding to the 

emotions, concerns, and needs of rural communities during 

disaster situations. Together, these correlations highlight 

how specific EI dimensions contribute to performance in 

high-stakes, community-centred environments. 

 

Overall, EI components significantly affect performance 

indicators. 

 

3) Regression Coefficients (OLS Model)** 

The regression analysis using the Ordinary Least Squares 

(OLS) model was conducted to examine how the different 

dimensions of emotional intelligence contribute to overall 

employee performance when considered simultaneously.  
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Table 4: Regression Coefficient 

Predictor Variable 
Coefficient 

(β) 

Std. 

Error 

t- 

value 
p-value 

Constant 3.648 0.381 9.57 0.000*** 

Self-Awareness –0.017 0.04 –0.43 0.669 

Self-Regulation –0.006 0.037 –0.15 0.88 

Motivation 0.058 0.041 1.41 0.161 

Empathy 0.072 0.038 1.9 0.059* 

Social Skills 0.02 0.037 0.55 0.583 

Notes: 

p< .10, p < .05, p< .001 

 

Interpretation: 

The coefficients show that empathy had the strongest effect 

on performance, while self-awareness and self-regulation 

had little influence on the relative strength of each predictor. 

Empathy emerged as the most influential factor, showing the 

strongest positive effect on performance, which suggests that 

employees who understand and respond to others’ emotions 

are better able to function effectively in demanding field 

conditions. Motivation also displayed a positive, though 

more modest, impact, indicating that while internal drive 

supports performance, its influence is not as pronounced 

when other EI dimensions are included in the model. In 

contrast, self-awareness and self-regulation contributed very 

little, with coefficients close to zero, implying that these 

traits do not substantially shape performance outcomes 

within this particular operational context. Overall, the 

direction and magnitude of the coefficients align well with 

theoretical expectations, reinforcing the idea that 

emotionally responsive and community-oriented behaviors 

play the most meaningful role in enhancing performance. 
 

4) ANOVA Table (Model Significance) ** 

The ANOVA results were examined to determine whether 

the overall regression model provides a meaningful 

explanation of variation in employee performance during 

disaster operations.  
 

Table 5: ANOVA Table (Model Significance) 

Source 
Sum of 

Squares 
df 

Mean 

Square 

F- 

value 
p-value 

Regression 0.392 5 0.078 2.52 0.032** 

Residual 5.452 174 0.031 — — 

Total 5.844 179 — — — 
 

Interpretation: 

The results indicate that the model reaches statistical 
significance at the p < 0.05 threshold, demonstrating that 
the emotional intelligence variables, when considered 
together, provide a meaningful explanation of 
performance outcomes beyond what would be expected 
by chance. This significance indicates that, when taken 

together, the EI dimensions exert a joint influence on how 

effectively employees carry out their duties in high-pressure 

disaster contexts. The ANOVA findings therefore validate 

the suitability of the model and support the conclusion that 

emotional intelligence, as a collective construct, plays an 

important role in shaping performance during emergency 

response activities. 
 

5) Model Fit Statistics** 

The model fit statistics were assessed to understand how 

well the emotional intelligence variables account for 

differences in employee performance during disaster 

response.  
 

Table 6: Model Fit 
Statistic Value 

R* 0.67 

Adjusted R* 0.039 

F- Statistic 2.52 

Model Significance (p) 0.032 

N 180 

 

Interpretation: 

The results indicate that the EI dimensions collectively 

explain about 6.7% of the variation in performance, 

suggesting that emotional competencies play a measurable, 

though modest, role in shaping operational effectiveness. 

The adjusted R² value of roughly 3.9% is consistent with 

what is typically observed in behavioral and social science 

research, where human performance is influenced by many 

overlapping factors. In addition, the F-statistic confirms that 

the model is statistically meaningful, reinforcing the 

conclusion that the set of EI predictors contributes 

significantly to explaining performance outcomes, even if 

the effect size remains moderate within the broader 

organizational context. 

 

6. Conclusion 
 

The study concludes that Emotional Intelligence is a critical 

determinant of employee performance in disaster-

management environments. EI enables personnel to manage 

emotional distress, communicate effectively with 

communities, and coordinate efficiently with multiple 

stakeholders. For a disaster-prone state like Odisha, 

investing in EI-based training, psychological support 

systems, and leadership development is essential for 

building institutional resilience. Bringing EI training into 

disaster agency programs can improve how teams perform in 

real emergencies can significantly improve the effectiveness 

of emergency operations. 

 

References 
 

[1] Adebukola, E.O., Olabode, A.O., Ibiyinka, S.O. & 

Olumuyiwa, A.O. (2015). Leaders’ emotional 

intelligence and employees’ performance: A case in 

Nigeria’s public healthcare sector. International 

Journal of Human Resource Studies, 5(3), 23-37. 

[2] Akintayo, D. I., Shadare, O. A., Onikoyi, I. A. and 

Olaniyan, T. S. (2020). Impact of Emotional 

Intelligence on Diversity Management in Nigeria 

Breweries in Oyo State, Nigeria. Management Science 

and Engineering, 14(1), 34-43 

[3] Anwar, K.(2017). Leading Construction Project 

Teams. The Effectiveness of Transformational 

Leadership in Dynamic Work Environments in 

Kurdistan International Journal of Advanced 

Engineering, Management &Science 3(10) 23995 

[4] Ashi,S. (2023) Impact of Emotional Intelligence on 

Employee Performance. Business, Management and 

Economics Engineering, l (21),12-24. 

[5] Bar-On, R. & Parker J.D.A. (2000) Handbook of 

emotional intelligence (eds.) San Francisco: Jossey- 

Bass. 

Paper ID: SR26123233400 DOI: https://dx.doi.org/10.21275/SR26123233400 1434 

http://www.ijsr.net/


International Journal of Science and Research (IJSR) 
ISSN: 2319-7064 

Impact Factor 2024: 7.101 

Volume 15 Issue 1, January 2026 
Fully Refereed | Open Access | Double Blind Peer Reviewed Journal 

www.ijsr.net 

[6] Bar-On, R. (2000). Emotional and social intelligence: 

Insights from the Emotional Quotient Inventory (EQ-

i). In Reuven Bar-On and James D.A. Parker (Eds.), 

Handbook of emotional intelligence: Theory, 

development, assessment and application at home, 

school and in the workplace. San Francisco: Jossey-

Bass: 363-88. 

[7] Brown, C. (2014). Emotional Intelligence (EI) and 

leadership style affect sales performance. Economic 

Insights-Trends & Challenges, 66(3), 1-14. 

[8] Bru-Luna, L., Martí-Vilar, M., Merino-Soto, C., & 

Cervera-Santiago, J. (2021). Emotional intelligence 

measures: A systematic review. Healthcare, 9(12), 

1696. 

[9] Cabello, R., & Fernández-Berrocal, P. (2015). Implicit 

theories and ability emotional intelligence. Frontiers in 

Psychology, 6(3), 700-710. 

[10] Callahan, J. & McCollum, E. (2002). 

Conceptualizations of emotion research in 

organizational contexts. Advances in Developing 

Human Resources, 4(1), 4-21. 

[11] Callea, A., De Rosa, D., Ferri, G., Lipari, F., & 

Costanzi, M. (2019). Are more intelligent people 

happier? Emotional intelligence is the mediator 

between the need for relatedness, happiness, and 

flourishing. Sustainability, 11(4), 1022. 

[12] Cao, Y., Gao, L., Fan, L., Jiao, M., Li, Y., & Ma, Y. 

(2022). The Influence of Emotional Intelligence on Job 

Burnout of Healthcare Workers and Mediating Role of 

Workplace Violence: A Cross-Sectional Study. 

Frontiers in public health, 10, 89-98. 

[13] Celik, G. O. (2017). The relationship between patient 

satisfaction and emotional intelligence skills of nurses 

working in surgical clinics. Patient preference and 

adherence, 11,1363. 

[14] Cherniss, C. (2021). Emotional Competence and 

Leadership in Crisis Situations. Disaster Management 

Review, 14(2), 45–59. 

[15] Dabke, D. (2016). Impact of leader’s emotional 

intelligence and transformational behaviour on 

perceived leadership effectiveness: A multiple source 

view. Business Perspectives and Research, 4(1), 27–

40. 

[16] Dhani, P & Shama, T (2019). Emotional intelligence 

and personality traits as predictors of job performance 

of IT employee’. Human Performance Technology 

Concepts, 2 (1), pp. 1604-1619. 

[17] Diptirekha Patra, Subash Chandra Nath, Biplab Kumar 

Biswal, Rajat Kumar Baliarsingh. Emotional 

Intelligence and Workforce Productivity- A Case 

Study. Advances in Consumer Research. 2025;2(6): 

1391-1397 

[18] Fadhli, Z., Lubis, A.R., Salmi, M.A and Idris, S 

(2020). Effect of emotional intelligence on job 

satisfaction and organizational commitment and its 

impact on employee performance. (A case study of 

work unit of Aceh Jaya district, Aceh province, 

Indonesia. East African Scholars Journal of 

Economics, Business and Management, 3(2), 159-163. 

[19] Faeq, D.k. Abdulla, D. F.,Ali, B. J., & Akoi, S.(2021. 

Impact of job resources on employee green behavior. 

an empirical investigation among employee work in 

the tourist companies in erbil-city kurdistan region of 

Iraq. The Scientific Journal of Cihan University 

Sulainmaniya, 5 (2), 115-126. 

[20] Goel, T., & Hussein, T. (2015). Impact of Emotional 

Intelligence on Performance of Employees in Service 

Industry. Global Journal of Enterprise Information 

System, 7(3),49-53. 

[21] Goleman, D. (1995). Emotional Intelligence. New 

York: Bantam Books. Gorji, M & Moghim, N (2012). 

The Survey Relationship between Job Stress and 

Emotional Intelligence. International Journal of 

Research in Management, 2(1), 235-256. 

[22] Goleman, D. (1998). Working with Emotional 

Intelligence. New York: Bantam Books. Goleman, D. 

(1996). Emotional Intelligence: Why it can Matter 

More than IQ. New York. Bantam Books. 

[23] Goleman, D. (2005). Emotional Intelligence. th (10 

Ed). New York: Bantam Books. 

[24] Goleman, D., Boyatzis, R., & McKee, A. (2002). 

Primal Leadership: Realising the Power of Emotional 

Intelligence. Journal of Applied Christian Leadership, 

2(2), 76–80. 

[25] Goleman. D., & Boyatzis, R. (2017). Emotional 

intelligence has 12 elements. Which do you need to 

work on. Harvard Business Review, 84(2), 1-5. 

[26] Gong, Z., Chen, Y., & Wang, Y. (2019). The influence 

of emotional intelligence on job burnout and 

performance: Mediating effect of psychological 

capital. Frontiers in Psychology, 10, 27-37. 

[27] Gorgi, H.A., Ahmadi, A., Shabaninejad, H., Tahmasbi, 

A., Baratimarnani, A. & Mehralian, G. (2015). The 

impact of emotional intelligence on managers’ 

performance: Evidence from hospitals located in 

Tehran. Journal of Education Health Promotion, 2(4), 

63-74. 

[28] Gunu, U & Oladipo, R.O (2014). Impact of Emotional 

Intelligence on Employees' Performance and 

organizational commitment: A Case Study of Dangote 

Flour Mills Workers. University of Mauritius Research 

Journal, 20(1), 1–32.  

[29] Gunu, U. & Oladepo, R.O. (2014). Impact of 

Emotional Intelligence on Employees’ Performance 

and Organizational Commitment: A Case Study of 

Dangote Flour Mills Workers. University of Mauritius 

Research Journal, 20(3), 14-22.  

[30] Guy, E.M., Newman, A.M. & Ganapati, E.N. (2013). 

Managing Emotions while Managing Crises. 

International Journal of Emergency Services, 2(1), 6-

20  

[31] Johnson, D. R. (2016). Emotional intelligence and 

public health education: A prescriptive needs 

assessment. Pedagogy in Health Promotion, 2(3), 193-

200.  

[32] Kadadi, S., & Bharamanaikar, S. R. (2020). Role of 

emotional intelligence in the healthcare industry. 

Drishtikon A Management Journal, 1(1), 37-46.  

[33] Kim, H., & Yi, M. (2015). Factors influencing 

empathy in nursing students in Korea. The Journal of 

Korean academic society of nursing education, 21(2), 

237-245.  

[34] Marembo, M., Chinyamurindi, W. T., & Mjoli, T. 

(2018). An exploratory study of emotional intelligence 

influences the work performance of early career 

Paper ID: SR26123233400 DOI: https://dx.doi.org/10.21275/SR26123233400 1435 

http://www.ijsr.net/


International Journal of Science and Research (IJSR) 
ISSN: 2319-7064 

Impact Factor 2024: 7.101 

Volume 15 Issue 1, January 2026 
Fully Refereed | Open Access | Double Blind Peer Reviewed Journal 

www.ijsr.net 

academics. Journal of Psychology in Africa, 28(5), 

407-410.  

[35] Mayer, J. D., & Caruso, D. (2002). The effective 

leader: Understanding and applying emotional 

intelligence. Ivey Business Journal, 67(2), 1-5.  

[36] Mayer, J. D., Caruso, D. R., & Salovey, P. (2020). The 

Ability Model of Emotional Intelligence. Journal of 

Applied Psychology, 105(10), 1234–1248. 

[37] Miao, C., Humphrey, R. H., & Qian, S. (2017). A 

meta‐analysis of emotional intelligence and work 

attitudes. Journal of Occupational and Organizational 

Psychology, 90(2), 177–202.  

[38] Nath, S. C. (2010). Better work-life balance: A 

strategic business issue. AIMA Journal of Management 

& Research, 4(1/4), Article 184. 

https://doi.org/ISSN0974-9497. 

[39] Nath, S. C. (2011). Successful training initiatives can 

enhance sustainable competitive advantage. ISTD 

Journal, 2(2), April–June. ISSN 2231-0680 

[40] Nath, S. C. (2014). Social transformation through 

social entrepreneurship: An exploratory study. The 

IUP Journal of Entrepreneurial Development, 11(1), 

March. ISSN 0973-2659. 

[41] Nath, S. C., & Mohanty, N., et al. (2022). Analytical 

study of PSUs’ environmental and philanthropic CSR 

benefits to local beneficiaries in Odisha. YMER, 21(8), 

660–675. ISSN: 0044-0477. 

[42] Nath, S. C., & Panigrahy, B. (2021, April). 

Entrepreneurship and agricultural startups: A review of 

marketing prospectus. Jijnasa. ISSN: 0337-743X. 

[43] Nath, S. C., Chirania, V., & Dhal, S. K. (2017). 

Effective leadership and its promotion: A case study 

on Indian business leaders. International Business 

Management, 11(12), 2048–2055. ISSN: 1993-5250. 

[44] Nath, S. C., Padhi, P. K., & Mohanty, V. L. (2024). 

Religiosity, CSR attitude and CSR behaviour of SME 

executives in Odisha: A review. AIIMS Journal of 

Management, 10(1), 140. ISSN: 2395-6852. 

[45] Nath, S. C., Pareek, S., et al. (2021). Corporate 

governance regulation and case studies of selected 

frauds in India, UK and USA. Kala Sarovar, 24(3), 

190–195. ISSN: 0975-4520. 

[46] Nath, S. C., Roy, N., et al. (2022). A study of impact of 

presenteeism on workforce productivity in steel 

manufacturing firms in Odisha, including a gendered 

perspective of the same. Journal of Positive School 

Psychology, 6(8), 2932–2949. ISSN: 2717-7564. 

[47] Nightingale, S., Spiby, H., Sheen, K., & Slade, P. 

(2018). The impact of emotional intelligence in health 

care professionals on caring behaviour towards 

patients in clinical and long-term care settings: 

Findings from an integrative review. International 

journal of nursing studies, 80, 106–117.  

[48] Oyeleye, B. R., Audu, T. & Achaku, M.M. (2019). 

Effect of Emotional Intelligence on Job Satisfaction 

among Nursing Professionals in Selected Hospitals 

within Jos Metropolis. Nigerian Journal of 

Management Sciences, 7(1), 36-46.  

[49] Oyewunmi, A. E., Oyewunmi, O. A. & Oludayo, O. O. 

(2015). Leaders’ emotional intelligence and 

employees’ performance: A case in Nigeria’s public 

healthcare sector. International Journal of Human 

Resource Studies, 5(3), 23-37  

[50] Pienimaa, A., Talman, K., & Haavisto, E. (2021). The 

assessment of emotional intelligence in social care and 

healthcare student selection: a qualitative descriptive 

study. Educational Research, 63(3), 302-318.  

[51] Prentice, C., Dominique Lopes, S., & Wang, X. 

(2020). Emotional intelligence or artificial 

intelligence–an employee perspective. Journal of 

Hospitality Marketing & Management, 29(4), 377-403.  

[52] Purnama, C. (2017). Emotional Intelligence and 

Occupational Health Impact on Employee 

Performance. Journal of Health, 7(3), 387-406.  

[53] Rahman, M. K. U., & Haleem, F. (2018). Relationship 

between emotional intelligence and job satisfaction. 

Middle East Journal of Business, 13(2), 13–17.  

[54] Rao, S., & Mishra, P. (2022). Disaster Preparedness in 

Indian States. Journal of Risk and Resilience, 9(3), 

112–130. 

[55] Razali, R. A., Wahab, S. R. A., Shaari, R., Azlan, S. 

N., & Taek-Hyun, S. (2022). The Influence of 

Emotional Intelligence on Employee’s Job 

Performance in the Southern  

[56] Salovey, P. & Mayer, J. D. (1989). Emotional 

Intelligence. Imagination, Cognition and personality, 

9(3), 185-211.  

[57] Salovey, P. & Mayer, J. D. (1990). Emotional 

Intelligence. Imagination, Cognition, and Personality, 

9(4), 205-236.  

[58] Schlaegel, C., Engle, R. L., & Lang, G. (2022). The 

unique and expected effects of emotional intelligence 

dimensions on job satisfaction and facets of job 

performance: an exploratory study in three countries. 

The International Journal of Human Resource 

Management, 33(8), 1562-1605.  

[59] Segon, M., & Booth, C. (2015). Virtue: The missing 

ethics element in emotional intelligence. Journal of 

Business Ethics, 128(4), 789–802.  

[60] State of Malaysia. International Journal of Academic 

Research in Business and Social Sciences, 12(8), 

1678–1695.  

[61] Terry, H.& Lonto, A. L. (2021) Emotional Intelligence 

and Creativity of History Teachers in International 

Joined Conference on Social Science (ICSS 2021) (PP-

353-356) Atlantis Press.  

[62] Vlachou, E. M., Damigos, D., Lyrakos, G., 

Chanopoulos, K., Kosmidis, G., & Karavis, M. (2016). 

The Relationship between Burnout Syndrome and 

Emotional Intelligence in Healthcare Professionals. 

Health Science Journal, 10(5), 1-9.  

[63] Wadi, B. A. (2020). The Impact of Emotional 

Intelligence on Job Performance During COVID-19 

Crisis: A Cross-Sectional Analysis. Psychology 

Research and Behavior Management, 4(2), 749–757.  

[64] Winton, B. G. (2022). Emotional intelligence 

congruence: the influence of a leader and follower's 

emotional abilities on job satisfaction. Leadership & 

Organization Development Journal, 43 (5), 788-801.  

[65] Zaman, N., Memon, K.N., Zaman, F., Khan, K. Z. & 

Shaikh, S.R. (2021). Role of emotional intelligence in 

job performance of healthcare providers working in 

public sector hospitals of Pakistan. Journal of Mind 

and Medical Sciences, 8(2), 245-251.  

Paper ID: SR26123233400 DOI: https://dx.doi.org/10.21275/SR26123233400 1436 

http://www.ijsr.net/
https://doi.org/ISSN0974-9497



