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Abstract

Introduction: Emotional intelligence and job satisfaction are of particular
importance in the workplace environment, The aim of this research is to in-
vestigate, the impact of emotional intelligence training on job satisfaction in
an education firm located in the United Arab Emirates (UAE). The results
can help organizations realize human capabilities and the way to improve
them by providing more attention to the human aspect. Purpose: The pur-
pose of the research is to investigate the relationship between Emotional In-
telligence Training and job satisfaction. Design/Methodology/Approach: Mixed
methods case study was done on fifty employees from one single company,
who were selected based on their low Job satisfaction rate according to the
yearly satisfaction questionnaire done by their company. All fifty employees
attended Emotional Intelligence training for five days with a total of forty
training hours. After three months of completing the training, the employees
undergo a satisfaction survey to assess the impact of the training. Analyses
were done using SPSS to examine the correlation and the impact of Emotion-
al Intelligence (EI) Training and Job Satisfaction (JS). Finding: Emotional
Intelligence Training Positively Impacts the Job Satisfaction (JS). Practical
Implications: Emotional Intelligence training will be beneficial to be utilized
by the company and human resource management team to foster employees’
EI which will increase job satisfaction.

Keywords

Job Satisfaction, Emotional Intelligence, Training

1. Introduction and Background

The research will be structured as follow: Starting with an introduction and
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background, highlighting the research aim and importance of the study, fol-
lowed by a critical analysis of the existing Literature review for the two variables
(Emotional intelligence and job satisfaction). The researcher will then explain
the used methodology and share the finding and limitations. Lastly, the Conclu-

sion and recommendation will be presented.

1.1. Introduction

A couple of decades back emotions were considered irrelevant or inappropriate
for the workplace, Thanks to great researchers that is not the case today. Emo-
tional Intelligence (EI) currently is introduced as a critical success factor not on-
ly at the workplace but in life. In today’s world, organizations consider Emo-
tional Intelligence (EI) as one of the core competencies of high performers and

the primary driver for lots of behavior such as employee satisfaction.

1.2. The Importance of the Study

The importance of this study stems from the fact that it deals with a modern and
important concept which is emotional intelligence. The concept has received the
interest of researchers in the field of psychology and management together for
its importance and its impact on many behaviors in human day-to-day activities.
It matters for the staff and workers in particular and is one of the key indicators
to assume the capabilities. Exploring the relationship between emotional intelli-
gence and the variables of the current study (satisfaction) helps to understand
the nature of this concept and achieve the overall objectives of the organization
through the outcome of this research findings and recommendations. The out-
come of the study will contribute to the development and draw the attention of
staff to raise the level of emotional intelligence they have. Moreover, the study of
levels of emotional intelligence and satisfaction of employees helps leaders and
managers create a positive organizational climate and environment, which helps
and motivates staff to perform better and with higher productivity. The envi-
ronment will help to mobilize staff efforts and aim to achieve the goals of the
organization and increase staff satisfaction levels. The study will help motivate
employees to take greater responsibility for the work and greater effort as well as
greater sacrifices to achieve better levels of satisfaction, thereby contributing

more effectively to the overall objectives of the organizations.

1.3. Aims and Goals

The aim of the study is to investigate the relationship between Emotional Intel-
ligence Training and Job Satisfaction (JS). The study will explore whether there
is an impact of Emotional Intelligence Training on Job Satisfaction or not. This
study will contribute to both Literature and practice as follows:

Literature: Most of the research on Emotion Intelligence was done in North
America and Europe. This study worked on the sample from The Middle East

and one of the conservative Arab Country which is the United Arab Emirates.
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Practice: The current study shows the impact of Emotional Intelligence
Training on Job Satisfaction which consider the main factor in an organization’s
success.

Researchers suggested that Emotional Intelligence training done by compa-
nies will not only enhance job satisfaction, it will also affect personal lives and
will improve the mental health, physical and overall well-being of the individual
and the whole society (Mayer, Roberts, & Barsade, 2008).

1.4. Rationale of the Study

Several studies were done on Emotional Intelligence across Europe and North
America. However, in this part of the world “The Arab and Middle Eastern”,
people cannot express their own emotions freely. The known norms and tradi-
tions determine the definitions of emotions and to what extent they must be
controlled, especially what type of emotions should be open and expressed differ
a lot across cultures (Matsumoto, 1989). That is why the training of Emotional
Intelligence in UAE, and this study will be value-added to the regain on both the
Literature and the practice side. A review of the literature revealed that insuffi-
cient research exists regarding EI training and job satisfaction; therefore, this

study is vital.

1.5. The Research Question

Research questions are the keys that help in planning and conducting a research
project successfully (Robson & McCartan, 2016). The question that the study
will answer is regarding the relationship between Emotional Intelligence training
and Job satisfaction.

The main Hypotheses that the study was trying to answer are:

H1: There is a Positive relation between emotional intelligence training
and Job satisfaction.

H2: There is a Negative relation between emotional intelligence training

and Job satisfaction.

2. Literature Review

2.1. Introduction

A few years ago, emotions were seen as off-Subject and Unsuitable for the
workplace, however, that is not the case today because of the demanding work of
the researchers who proved the opposite. Emotional intelligence (EI) is seen as a
new concept with enormous potential of growing in the area of social studies, it
took the attention of the common people, the business world, and the scientific
environment. The idea matches our time emphasizing the significance of
self-awareness and understanding, clarifying the sense of the unevenness be-
tween intellect and emotion in the life of the collective mind. Emotional intelli-

gence has a connection with multimale new zones of psychological science, in-
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cluding the neuroscience of emotion, self-regulation concepts, studies of meta-
cognition, and the search for human cognitive abilities beyond “traditional”
academic intelligence. (EI) currently is considered as one of the crucial elements
for achievement in the workplace as well as in everyday life. Nowadays, many
businesses see (EI) as a major core competency for individuals who have a
high-performance level and the main factor that plays role in staff behavior such
as employee satisfaction. The coming part will critically review what the litera-
ture has said regarding the relationship between Emotional Intelligence (EI) and
Job Satisfaction (JS).

2.2. Emotional Intelligence

2.2.1. Definition of Emotional Intelligence

Several literatures shared that researchers have represented a multiple and dif-
ferent definitions for the Emotional Intelligence, One of the first definitions is
Thorndike and Stein (1937) when they presented a simple definition for the
Emotional Intelligence, they defined it as “the ability to understand and manage
people” (Wolfe & Kim, 2013). This definition is fundamental when it compares
to what Goleman introduces. Emotional Intelligence becomes very known by the
majority for the first time from Goleman (1995). Goleman refers to Emotional
Intelligence as “the capacity for recognizing our feelings and those of others, for
motivating ourselves, and for managing emotions well in ourselves and our rela-
tionships” as cited by (Beigi & Shirmohammadi, 2011). According to literatures
the most used and known definition for the Emotional Intelligence in acadmia is
the Mayer and Salovey (1997) definition of Emotional Intelligence. As they con-
sider Emotional Intelligence is “the ability to perceive emotions, to access and
generate emotions to assist thoughts, to understand emotions and emotional
knowledge, and to reflectively regulate emotions to promote emotional and in-
tellectual growth” (Lee & Ok, 2012). Salovey’s indicated that they use the term
Emotional Intelligence to refer to the ideational procedure involved in the reali-
zation, use, understanding, and management of one’s own and others’ emotional

states to problem resolution and adjust behaviour (Brackett et al., 2006).

2.2.2. Emotional Intelligence in the Workplace

Various works of literature hypothesized that Emotional Intelligence affects the
success with which worker behave with their teammate, the process they utilize
to manage and resolve conflict, stress, overload and overall job performance
(Brackett, Rivers, & Salovey, 2011). According to (Miao, Humphrey, & Qian,
2017) staff with higher Emotional Intelligence (EI) are capable of understanding
and controlling their emotions to reach the best workplace results. Miao,
Humphrey, & Qian (2016) explained that staff is able to use their own emotional
intelligence to enhance their job satisfaction level since EI Help in experiencing
more positive feeling at work.

Goleman (1998) suggested that emotional intelligence can help in reaching
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adaptive and productive behavior inside the organization. Goleman explained
the significance of emotional competency for all the different management layers
as such in the adaptability spectrum of frontline staff; emotional intelligence can

act a particularly significant role in adaptability inside the organizations.

2.2.3. The Concept of Emotional Intelligence

Literature suggested several models for the Emotional Intelligence, Some Models
are new others are old, couple is validated, and few are not. In the next few lines
will evaluate the Major categories/Model.

There are two major categories of emotional intelligence theories. They are
known as 1) the ability model and 2) mixed model approaches. The first model
(the ability) focuses on a specific capacity which is how to perceive or utilize
emotion (Oatley, 2004). Meanwhile, the Mixed-model includes the overall ex-
planation of EI including abilities, behaviors, and personality trait (Goleman,
1998). The approach of Mayer et al. (2000) is seen by most researchers and aca-
demic reviews to match the needed level to be rewarded as a real method of in-
telligence (Cartwright & Pappas, 2008). According to Daus and Ashkanasy
(2005), the evidence has been given to fulfil the three main categories that reflect
“intelligence”. These criteria are: The abilities are capable of being operationa-
lized, inter-correlated and related to pre-existing intelligence, meanwhile show-
ing the difference and finally that the intelligence shows developmental effects
with age. The Mixed Model was proposed by (Bar-On, 1997) and (Goleman,
1998). They both argue that non-cognitive abilities consist of five broad catego-
ries and sub-categories as follows: self-actualization and independence, empathy
and social responsibility, reality testing and problem-solving, stress tolerance
and impulse control, and characteristics such as optimism and happiness.

Figure 1 below provides a comparison of Mixed vs. Ability Models of Emo-
tional Intelligence (Zeidner, Matthews, & Roberts, 2004).

2.2.4. Emotional Intelligence Measures

Works of the literature indicated that there are several Emotional Intelligence
measures; Bar-On Emotional Quotient Inventory (EQ-I; Bar-On, 1997) Is con-
sidered as one of the early emotional intelligence measures. In this tool the total
items that examining are one hundred and thirty-three items, the results are
calculated to include the sum count as well as total of fifty other items on five
composite scales. The main points that are measured in the inventory are, Emo-
tional self-awareness, empathy, interpersonal relationship, Stress Management
tolerance and impulse control are part of the scale component. The validity and
reliability of the Bar-On Emotional Quotient Inventory were confirmed by re-
searchers (Dawda & Hart, 2000). It was found by researchers that there is a cor-
relation with the ability-based emotional intelligence test (i.e., MSCEIT). How-
ever, other researchers think that the Bar-On EQ-I is not a measure of cognitive
ability, but they consider it as measure of personality traits (Connor & Little,

2003) Another emotional intelligence measure is the Multi-factor Emotional
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Comparison of Mixed vs. Ability Model:

TABLE 1

of E

I Intellig

Dimension

Model of Emotional Intelligence

Conception of EI

Psychological focus
Theoretical model

Mixed Models Ability Models
EI viewed as melange of competencies  El is viewed as a well-defined
and di i for adap and related set
personal functioning and coping of cognitive abilities for the
with i 1 de d P ing of i
construct i ion and

of i 1 and pti

ge and 1 fi i
that arc rather looscly related to
P traits, P
character, and social skills
Affective Cognitive

F Intelligence/ Performance
Typical facets Self- 1f- ivati Emotion i i i
self-regulation, empathy, social understanding of emotions,
skills, assertiveness, stress imilation of ion in
impulse control, coping with thought and use of emotions
stress, reality testing, social to enhance thought, cmotion
problem solving, etc. regulation
Number of Anywhere from 4 to 2 dozen 4 major branches:
competencies abilities. These can be i il i
into 4 core areas: self-awareness, usage, and self-regulation
1f- ion/m Salovey ct al.. 2000)
social awareness, relationship
management and social skills
(Cherniss & Goleman, 2001)
Morphological Nonhi Shiral ligarchic™ Hi 5 del— from basic
structure organisation psychological processes to
higher more psychologically
integrated processes
Key Gol (1995). Bar-On (1997) Mayer et al. (2000a)
Measurement i lity (self- . C > ( type
approachcs Likert-type scales) items such as identification of

Examples of scales

Scoring of scales

Bar-On’s EQ-i, Schutte’s EI scale,

is and Goleman's E

Competence Inventory, Cooper’s
EQ Map

No veridical scoring criteria. Scores

obtained by linear sum of Likert-
type scalc responsc categorics
scored in direction of high EI

in
progressions and blends of

i solving problems, etc.)
Mayer, Caruso, & Salovey's
MEIS, MSCEIT

Consensus, Expert, and
Target scoring protocols,
with presumable veridical or
“objective™ scoring criteria

© A for Applied Psychol 2004.
TABLE 1
Continued
Dimension Model of Emotional Intelligence
Mixed Models Ability Models
Factor structure Little empirical data. General Inconsistent with 4-branch
factor found for individual model. Exploratory factor
published scales, but little analytic data consistent with 3
evidence 1o support claims factor models of perception,
of multiple factors (cf. Petrides understanding, regulation
& Furnham, 2000) (Mayer, Caruso, & Salovey,
2000; Roberts et al., 2001)
Reliability of scales Satisfactory (Bar-On, 1997; Low to Moderate (Roberts
Dawda & Hart, 2000) et al., 2001); inconsistency
among scoring procedures
and low subtest reliabilities
Susceptibility of items  Inconsistent data; some evidence Not relevant
to response sets for extreme item endorsement
(Dawda & Hart, 2000)
Convergent validity Very low—negligible correlations ~ Moderate correlations
(vis-a-vis ability) with IQ (Bar-On, 2000; of about .30 with ability
Derksen et al., 2002) (Mayer et al., 2000; Roberts
etal., 2001)
Divergent validity Low discriminant validity Good discriminant validity,

(vis-a-vis personality)

Predictive validity

vis-a-vis personality measures,
particularly N

Good, but may reflect confounding

with personality (Janovics &
Christiansen, 2001)

with low correlations with
“Big 5" personality facets
(Roberts et al., 2001)
Good, but may reflect
confounding with ability
(Janovics & Christiansen,
2001)

Figure 1. Comparison of mixed vs. ability models of emotional in-
telligence (Zeidner, Matthews, & Roberts, 2004).
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Intelligence Scale MEIS (Oatley, 2004). The assessment consists of four
branches, including Emotional Identification, Assimilating Emotions, Under-
standing Emotions and Managing Emotions. The scale was revisited and up-
dated later on to Mayer-Salovey-Caruso Emotional Intelligence Test (MSCEIT),
and it utilized “experts” for the achieving criteria and to lower the number of
items. In the current style, the MSCEIT V2 involves a sum of 141 items and eight
subscales (two for each of the four branches). Few studies were done to evaluate
the validity of the instrument (Fan, Jackson, Yang, Tang, & Zhang, 2010; Palmer,
Gignac, Manocha, & Stough, 2005; Rossen, Kranzler, & Algina, 2008) as cited in
(Wolfe & Kim, 2013). A more commonly used instrument and Famous tool and
popular self-report EI instrument are the Wong and Law Emotional Intelligence
Scale (WLEIS; Wong & Law, 2002) the reason is that the tool relies on the re-
vised four-branch ability EI model (i.e. self-emotion appraisal, others’ emotion
appraisal, use of emotion, and regulation of emotion) of Mayer and Salovey
(1997) for measuring individuals’ self-perceptions about EI (Libbrecht et al,
2014). Wong and Law (2002) developed this tool. The (WLEIS) measurement
has a four-factor model with sixteen items. Wong and Law (2002) developed the
scale to explore the role of emotions in the workplace. There will be the mea-

surement tool that will be used in this study.

2.2.5. Emotional Intelligence Training

The demand for Emotional Intelligence training has increased rabidly in many
occupations and organizations specializing in the human service sectors (Car-
rothers, Gregory, & Gallagher, 2000; Lewis, Ress, & Hudson, 2004) as per
(Clarke, 2006). The inquiry of whether EI as skill can be trained and developed
for adults has been of great interest ever since the concept was announced in
1995 by Goleman. However, after reviewing the literature, it was found that sev-
eral researches were done and explored the inquiry. Out of seven cases related to
emotional intelligence training, two have utilized the “ability model”, one used
the “mixed model”, and whist four cases relied on the “competency model”.
Several studies were done to explore if the EI can be developed via training.
Clarke (2010) utilized the ability model to explore the impact of EI training pro-
gram that happened for two-day on a group of fifty-three managers in The United
Kingdom. The study used the Mayer-Salovey-Caruso-Emotional-Intelligence Test
(MSCEIT V2.0) as a measure (Mayer et al., 2002). In six months, it was found
that out of four abilities two were developed significantly after the training. The
conclusion of Clarke (2010) indicates that the development of EI abilities hap-
pens, however, it does not happen immediately after the training program, but
over a period of time. Another study by Groves et al. (2008) investigated the im-
pact of an eleven-week leadership development program and in the conclusion,
it was mentioned that training has affected EI abilities positively. Slaski and
Cartwright (2003) used the mixed model of EI on sixty managers, the results
showed that EI has improved by training. Different studies showed that EI
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training was highly efficient in decreasing stress and enhancing health, morale,

and well-being (Beigi & Shirmohammadi, 2011)

2.3. Job Satisfaction

No one can say otherwise; job satisfaction is an old concept. One of the first
people who spoke about the old concept is Roethlisberger and Dickson when
they issued their book Management and the Worker and Hoppoek’s monograph
on Job Satisfaction in the 1930s (Locke, 1969). Lots of studies and research on
Job Satisfaction have been developed; it is very noticeable that till the current

time lots of researchers are still looking deeper into this topic (Haile, 2009).

2.3.1. What Is Job Satisfaction

Researcher has been exploring the concept from different perspective, for exam-
ple, Schneider and Snyder (1975) consider it as a personal appraisal of a situa-
tion due to job/work or feedback that arise as a result of having a job that guar-
antees income and security. Spector and Fox (2002) defined Job Satisfaction as
“how employees feel about their work, which may be negative or positive” (Bru-
netto et al., 2012). His definition sees that work alone is the sole factor for satis-
faction while ignoring all other factors such as pay and security (Schneider &
Snyder, 1975). According to Simatwa (2011) Job satisfaction is a tool that has a
positive relation to the extent to which one’s own needs are satisfied in the job
situation. Kuria (2011) argues that staff becomes satisfied and highly productive
when their job offers them security from economic strain, recognition of their
effort, clean policy of grievances, opportunity to contribute ideas and sugges-
tions, participation in decision making and managing the affairs. Job satisfaction
means satisfactory state comes from the feelings from results achieved and per-
formance of work (Simatwa, 2011). One of the very simple and easy difinition
for Job satisfaction is that how employees feel satisfaction toward his/her work,
to which level the employee likes his/her work, and the feeling s/he has about the
job (Antoncic & Antoncic, 2011).

2.3.2. The Importance of the Job Satisfaction

According to (Odembo, 2013), job satisfaction ensures that the staff are hired
and kept the companies, and it keeps the productivity level high by keeping the
employees busy and engaged all the time. It has been validated that job satisfaction
minimizes the ill impact in case of any conflicts and job-induced stress thus lo-
wering the employee turnover rate for great employees. Job satisfaction is signif-
icant element in organizational psychology that influences behaviors of the staff
toward the organizations (Schleicher et al., 2011). Employee satisfaction is the
degree to which staff feels self-power and fulfilled in their position (Locke, 1969).

2.3.3. Effect of Talent Development on Job Satisfaction
According to Woodruffe (1999), when an organization looks to enhance the re-

lation and strength of its bond with the staff, they should invest in human re-
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source development this investment helps in creating new opportunities for ca-
reer advancement inside the organization and enhancing the individual skills
that let employees improve their employability on the internal and the external
labour market. As mentioned by Sikowo et al. (2016). Meyer & Smith (2009) ar-
gue that organizations will maintain better retention results by increasing train-
ing and development. The companies that offer training and educational pro-
grams to the employees have a competitive edge and stay more productive.
Those companies will win the loyalty of their staff. Robert Half International Inc.
conducted a study that explores the reason behind leaving work. The results
showed that more often people do not leave because of the finances; however,
they leave for advanced career opportunities and development, career develop-
ment essential factor for both the organization and individual. Both parties are
benefiting from the developments, and they are both enjoying great outcomes
(Wright et al., 2005). It is an effective way to lowers the turnover rate and to re-
tain the staff. Ongori & Agolla (2008) stated that lack of opportunities to gain
experience in workplace results in career plateau which led to increased work-

force intentions to leave their jobs.

2.3.4. Job Satisfaction Measures

Long ago many scales have been developed and used to use in measuring job sa-
tisfaction. These scales like The MSQ (Minnesota Satisfaction Questionnaire)
(Weiss et al., 1967), The Need Satisfaction Questionnaire (Porter, 1961), and the
Job Diagnostic Survey (Hackman & Oldham 1975). The Minnesota Satisfaction
Questionnaire (MSQ) developed by Weiss et al. (1967) was used to measure job
satisfaction levels (Munir & Khatoon, 2015). One of the popular measures was
created by Smith, Kendall, and Hulin (1969): The Job Descriptive Index (or JDI).
JDI is a cognitive measure that concentrates on five facets (work, pay, promo-
tion, supervision, and coworkers). However, as Brief and Weiss refer to, em-
ployee satisfaction is defined in positive terminologies, However only the cogni-
tive aspects are measured (Kasvi, 2017). The MSQ questionnaire has the pros of
measuring two distinct components Intrinsic and extrinsic job satisfaction
(Weiss et al., 1967; Hirschfield, 2000; Buitendach & Rothman, 2009). Intrinsic
job satisfaction reflects how individuals feel about the nature of the job tasks
themselves, whereas extrinsic job satisfaction reflects how people feel about the
task outside the work itself (Spector, 1977; Herzberg & Howe, 1959) as cited in
(Service, 2016).

2.4. Emotional Intelligence and Job Satisfaction

Grewal, Brackett and Salovey (2006) indicated that there may be an impact on
job satisfaction in regard to Emotional Intelligence. Looking at the individual
level, being emotionally aware and following regulatory processes linked to
Emotional Intelligence that will enhance the social relationships of the individu-

al. Intrapersonal, use of emotion and being aware of the own feelings may help
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in maintaining some kind of control and lowering the stress level as well as the
negative emotion that plays a role in increasing the satisfaction level at the
workplace. (Cekmecelioglu, Giinsel, & Ulutas, 2012) different researchers who
conducted empirical research such as Kafetsios and Zampetakis (2008) as well as
researchers cited below who investigated the relationships between Emotional
Intelligence and Job Satisfaction has noticed and documented a mixed finding.
Few old studies have suggested a weak to the modest relationship between EI
and Job Satisfaction (i.e., EQi, Carmeli, 2003; Kafetsios & Loumakou, 2007; a
Greek trait EI scale, Vacola, Tsaousis, & Nikolaou, 2004). However, a more re-
cent study by (Sy et al., 2006) suggested a positive relation. This study made ef-
fective utilisation using the ability-based scale (Wong Law Emotional Intelli-
gence Scale, WLEIS; Wong & Law, 2002). And Lopes et al. (2006) found links
between EI abilities and Job Satisfaction measured via self and supervisor reports
(Kafetsios & Zampetakis, 2008). As mentioned, recent studies and research on

the link and the relation are positive.

3. Methodology and Methods

3.1. Introduction

The chapter focuses on the following sub-sections: Research Approach, Metho-
dology, Design, Target Population, Sampling Technique, Data Collection Pro-

cedure and Research Procedure.

3.2. Research Approach/Methodology

One of the vital and essential dimensions in the research cycle is the choice of
philosophy, approach, and methodology. While determining the best metho-
dology, the researchers’ minds get opened to endless possibilities, which can lead
to an enrichment of their research skills and an enhancement in their confidence
that they are using the appropriate methodology. There are a few questions that
each researcher should think about, Central to the questions of how to research?
What to research? Is the researcher’s perspective on Why research? This pers-
pective is based on the researcher’s assumptions concerning the inter-related
concepts of ontology (reality), epistemology (Knowledge), and human nature
(predetermined or not). The Epistemology positivism, the mixed approach was
chosen by the researcher as a method, it focuses on collecting, analyzing, and
mixing both quantitative and qualitative data in a single study or series of stu-
dies. The use of quantitative and qualitative approaches, in combination, pro-
vides a better understanding of research problems than either approach alone.
The use of one kind of data as a resource may not be enough; initial results need
to be further explained. A second method is needed to enhance a primary me-
thod and since the project has multi-phases (Creswell & Plano, 2011).

3.3. Research Design

Descriptive research design was utilized to examine the relationship between two

DOI: 10.4236/0jbm.2022.104094

1843 Open Journal of Business and Management


https://doi.org/10.4236/ojbm.2022.104094

R. Soliman

variables “Emotional Intelligence training” which is the dependent variable in
this study and the independent variables “Job Satisfaction”. And Explore any re-
lation between these variables. According to Mugenda & Mugenda (2003), the
descriptive survey design aid in gathering, summarizing, presenting, and inter-
preting information to reach more clarification. The researcher used the survey
in the study. And the survey was proposed because it allows the collection of a
large amount of data in a timely and economical manner. The method is also
perceived as authoritative by people in general and is both comparatively easy to

explain and to easy to understand.

3.4. Participants and Sampling

The purpose of this paper is to describe and analyze the mutual relationships
between emotional intelligence training and job satisfaction. In this case study,
the sample consisted of fifty employees who worked full-time for an Education
Firm in Abu Dhabi—United Arab Emirates. It is a representative sample for To-
tal Population Sampling utilized; all participants were company employees who
were extremely dissatisfied.

The fifty employees represent all of the population who were extremely dissa-
tisfied according to the survey results. Since the study investigate the impact of
Emotional Intelligence training on Job Satisfaction level, the participant was
chosen to see if their satisfaction level will increase after attending Emotional

Intelligence training (Male, n = 22; female, n = 28).

3.5. Data Collection and Procedure

Data collection was done through both primary and secondary resources. In
secondary data, information relates to a past period which is last year’s satisfac-
tion survey score. Secondary data saves time; one disadvantage here is that the
data collected before cannot be checked so its reliability may be questioned.
Primary data was used by obtaining direct information from the participants for
Emotional Intelligence and Job Satisfaction. The primary data was collected
through a structured survey. All constructs were measured with existing scales.
Questionnaire was driven to the employees who were chosen each participant
received a cover letter that introduce and explained the research topic to avoid
any unclear or misunderstand the participants may think about or have about
the study. After collecting data from the participants through the questionnaire,
data were edited and checked for completeness. The next step did involve coding
the responses by transcribing the data from questionnaire by assigning charac-
ters symbols (numerical symbols), then after this data was entered to SPSS and
NVIVO for analysis.

3.6. Validity and Reliability

Patton (2002) states that validity and reliability are the two elements that re-

searchers must be concerned about during the research design process and while
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analyzing outcomes and judging the quality of the research.

3.7. Measures

Phase 1—The Training

Pre-assessment for the Emotional Intelligence before the Training, Then EI
training program took place. It has been created intentionally for this study, in
order to help staff in understanding their emotional interaction and others’
emotions accurately and efficiently. The program consisted of three stages: 1)
exploring pre-training; 2) designing and implication training; 3) evaluation
post-training.

Phase 2—Emotional Intelligence

The study utilized a validated scale to operationalize the constructs in the path
model, all of which are reflective measures, the two factors of emotional intelli-
gence 1) emotional recognition and 2) emotional regulation are measured using
the emotional intelligence scale, ranging from 1 (strongly disagree) to 5 (strongly
agree). EI was operationalized using Wong and Law’s (2002) EI scale.

Phase 3—]Job Satisfaction

The Minnesota Satisfaction Questionnaire (MSQ) was used in this study to
gather data about job satisfaction of the participant. The MSQ short form con-
sists of twenty items and uses 5-point Likert scale response format (Spector,
1977; Buitendach & Rothmann, 2009).

3.8. Data Analysis

According to Sarantakos (1998), the analysis of data is a crucial step as it gives
chance to organize data collected during the study in order to assess and eva-
luate the findings and to arrive at valid, reasonable, and relevant conclusion.

The study used the Triangulation method for analyzing the data, presenting,

and summarizing the outcomes (Table 1, Table 2).

3.9. Ethical Issues

Ethical issues arise at a variety of stages in business and management research,
when it comes to dealing with human participants, research projects should ri-
gorously follow ethical considerations (Cohen et al., 2007). The researcher com-
pleted the Ethical approval form before starting the study and obtained the
needed approval. The research leader and the research team wrote a positionality
statement to prove that they have been self-aware, and overcome their own bi-
ases, were more objective rather than subjective, to eliminate any assumptions
and perceptions and definitely, I will allow them to include a reflexivity part to
express their own thoughts and viewpoints. In either case Insider or outsider and
followed an ethical framework from the moment started working on research
topic, research design, research question, data collection, evaluating data, writing

up and putting my final conclusion.
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Table 1. Pearson’s product-moment correlation () between the emotional intelligence
and job satisfaction among the heads of secondary schools.

Variables Emotional intelligence Job satisfaction
Emotional Intelligence 1.00 0.609**
Job Satisfaction 0.609** 1.00

**Correlation is significant at 0.01 level (two-tailed). Correlation Strength: 0.01 < r< 0.29
= Weak; 0.30 < r< 0.69 = Moderate; r= 0.70 = Strong.

Table 2. Participants’ demographic characteristics.

Characteristics Categories n (%)

Male 22 (44%)
Gender

Female 28 (56%)
20-29 18 (36%)
30-34 15 (30%)

Age 35-39 9 (18%)

40 - 44 6 (12%)

45 and above 2 (4%)
01 - 04 46 (92%)

05-09 4 (8%)

Experience

10-14 0 (0%)

15 and above 0 (0%)
BA/BSc 48 (96%)

Academic Qualification
MA/MSc 2 (4%)

4. Results and Finding

The study was done on fifty employees with lower satisfaction score and the
main aim of the study was to explore the relationship between emotional intelli-
gence training and job satisfaction.

The main Hypotheses that the study was trying to answer are:

H1: There is a Positive relation between emotional intelligence training
and Job satisfaction.

H2: There is a Negative relation between emotional intelligence training
and Job satisfaction.

Table 3 depicts the “#” value as 0.966 and it can be interpreted as positive very
high correlation between the variables. The t-value calculated is 53.62, which is
significant at 0.01 level.

Hence we can conclude that there is a significant relationship between Job Sa-
tisfaction and Emotion Intelligence among the employees of the firm. So the null

hypothesis is rejected.
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Table 3. Data and results of coefficient of Correlation between Job Satisfaction and Emo-
tional Intelligence and t-test for Significance:

Variables N r t-value  Level of significance

Job Satisfaction
Emotional 50

Intelligence 50 0.966 53.62 P<0.01

Based on the triangulation analysis, the Two variables are positively corre-
lated. EI was positively correlated with job satisfaction. These findings provide
support for HI1.

The above finding matches the literatures that suggested the same results.
Cekmecelioglu, Giinsel, & Ulutas (2012) have found the same results when con-
ducting a study about the Effects of Emotional Intelligence on Job Satisfaction:
An Empirical Study on Call Center Employees. Also Miao, Humphrey, & Qian
(2017) conducted a study about a meta-analysis of emotional intelligence effects

on job satisfaction mediated by job resources, and a test of moderators.

5. Discussion and Limitations

5.1. Discussion

It was almost twenty years ago when Goleman (1995) suggested that EI is essen-
tial for success in organizations. The present research addressed these issues and
suggested a positive relationship between EI and job satisfaction. It was found
significant correlations between job satisfaction and EI. These results provide
evidence in support of the relationship between emotional intelligence and job
satisfaction. Out of the fifty employees that entered this study as participants and
they had low satisfaction score, and after going through emotional intelligence
training for almost forty hours they were given job satisfaction questionnaires
and they achieved a high satisfaction score. The results indicate a strong rela-

tionship between emotional intelligence training and job satisfaction.

5.2. Limitations

The results of this study must be interpreted with caution, as the data were col-
lected from the employees of a single company and only fifty employees. There
is a limitation since the population represents one company’s culture. More stu-
dies with other companies should be conducted to see if the predictors of satis-
faction and tenure are similar. Because of the small sample, it should be also
noted that only large effects were detected significantly. In the future, larg-
er-scale studies (with more participants) are recommended to validate the find-
ings of this study and also possibly to detect meaningful, yet smaller effects.

6. Conclusion and Recommendations

Emotional intelligence is intricately linked with major workplace aspects workplace.
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Hence, it is imperative to emphasize those practices which subsidize to promote
emotional intelligence and commitment among all employees. In the recruit-
ment process, preference should be given to those who are more emotionally in-
telligent. To boost the level of emotional intelligence and job satisfaction of em-

ployees, workshops, seminars, and conferences should be held.
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