
1604

Copyright © 2019, IGI Global. Copying or distributing in print or electronic forms without written permission of IGI Global is prohibited.

Chapter  79

DOI: 10.4018/978-1-5225-8356-1.ch079

ABSTRACT

The chief aim of this article is to examine the emotional intelligence (EI) and personality traits as the 
predictors of job performance of IT employees in India. To obtain this, the data was collected from 158 
middle management employees working in Indian IT sector through random sampling method with the 
help of three scales such as DKEIT, JPI, and MPI. After data collection, the study carried out a different 
statistical analysis which includes frequency, correlation and regression analysis through SPSS 23.0 
version. The study findings reported that both EI and Personality Traits impact the performance of job 
of IT employees, i.e. both Personality Traits and EI operate as a predictor of Job Performance of Indian 
IT employees. Based on which, the article gives few recommendations to future researchers.

INTRODUCTION

Emotional intelligence (EI) is defined as the capability to identify and control emotions of own and 
others, to produce valid decisions as it helps to understand the interpersonal dynamics (Cherniss, 2001; 
Ciarrochi & Mayer, 2007; Zeidner et al., 2011). If an individual is more receptive and showing more 
gratitude towards critical problems or shows enthusiasm in solving engraving difficulties of life, then 
the person is considered as well enhanced EI (Mallery, 2008), whereas the individual does not show 
much interest in solving the issues at appropriate time then the individuals are recognized as lack of 
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sufficient EI. This reveals that EI acts as an important role in predicting the performance of employees 
in work environment.

On the other hand, Personality of employees also plays a lead role in the work environment. It is de-
fined as the set of emotional qualities, thought, and behaviour that makes a person different from other 
people (Allport, 1961). According to Beer and Brooks (2011) Personality of individual’s distinctive 
characteristics or qualities which give the perception of how able the person is, in doing some particular 
job compared with others (Sackett et al., 1998).

From this, it is clear that both these characteristics involved in predicting the Job Performance of 
employees in organizations in general. Job Performance is defined as an assessment of an individual 
whether the person has an ability to perform a job well and how well the activities are executed (Camp-
bell et al., 1993; Dunnette et al., 1991; J. Hogan & Holland, 2003).

Specifically, for IT industries, Personality Traits and EI of employees play a lead role in predicting 
the Job Performance. Because IT employees can spend the majority of the time with computers, as a 
result, there is a decreased interpersonal communication and they are exhausted to meet their unreal-
istic goals. There are lots of issues faced by IT employees with poor EI within the organization, which 
include a low level of motivation, lack of trust, lack of ability to work with others, higher dysfunctional 
conflict and reduced loyalty etc. (Zahid et al., 2008). However, there is lack of literature revealed the 
Personality Traits and EI predict Job Performance of IT employees. Therefore, the present study aims 
to analyses how EI and Personality Traits predict the Job Performance of IT employees. To obtain this 
aim, the following research questions will be analyzed:

1.  Is there any relationship between EI and Job Performance?
2.  Is there any relationship between Personality Traits and Job Performance?
3.  Does EI and Personality Traits predict Job Performance?

BACKGROUND LITERATURE

Importance of Emotional Intelligence in the Workplace

EI is the capacity to be aware of, control, express one’s own emotions (Orta & Camgoz, 2018) and to 
handle interpersonal relationships empathetically and judiciously and it is also the ability to identify, 
assess and influence one’s own feelings and those of others. It is the capability to understand the way 
people feel, react and use their skills to make good judgements and thus avoid and thereby solve prob-
lems (Colman, 2015). According to Khalili (2012), every individual should understand the emotions 
and learn how to control them, this would allow the person to communicate more effectively and forge 
stronger relationships both at work and in personal life, whereby maintaining the apt work life balance. 
A person with high EI can able to manage stress levels, encourage cooperation and teamwork among 
other colleagues and form strong relationships with everyone more positively. Therefore, EI functions 
as a moderator that ascertain the organizational performance features and scope of organization’s suc-
cess (Slaski and Cartwright, 2003; Farh et al., 2012; Khalili, 2012). It acts the significant impact on the 
professional career. So it is important to understand its role in the workplace.

There are lot of researchers examined the importance and role of EI in the workplace, for instance, 
Rangreji (2010) examined the effect of EI on work-life balance of IT professionals in India and the 
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