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Abstract 
In recent years, authors have highlighted the importance of emotional intelligence as a 
predictor of life success. Previous research has found that emotional intelligence is one of the 
decisive variables that may motivate people to do a better job or vice versa. However, the 
findings on the effect between the two variables were inconsistent and there is currently 
minimal research in the context of Malaysian manufacturing companies. This study aims to 
investigate the effect of emotional intelligence and job performance among operators in a 
manufacturing company located at southwestern Malaysia. In this study, the researcher used 
a 48-item questionnaire to collect responses from 103 studied operators. The Trait Emotional 
Intelligence Questionnaire Short Form was used to assess emotional intelligence, while the 
Individual Work Performance Questionnaire was employed to assess job performance. The 
data was then analyzed using Statistical Package for Social Sciences (SPSS) and SmartPLS. The 
main finding of this study reveals that there was a significant effect of emotional intelligence 
on job performance in the studied respondents. It demonstrates that people with high 
emotional intelligence perform better on the job because they are able to manage 
relationships with other colleagues and overcome obstacles at work. On top of that, the 
researcher identified areas for more investigation to take into account in the future. Future 
research could consider conducting this similar study in a wider range of locations with the 
cooperation of numerous manufacturing companies. Furthermore, other instruments such as 
the Wong & Law Emotional Intelligence Scale (WLEIS) may be used in future research to 
measure emotional intelligence. 
Keywords: Emotional Intelligence, Job Performance, Manufacturing Company. 
 
Introduction 
The ability to read and control emotions and use them to better communicate, lead others, 
solve problems, and connect with others is known as emotional intelligence. Without 
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emotional intelligence, we would be missing out on a fundamental part of being human. It has 
been argued that emotional intelligence is the single best predictor of success in life. Success 
has been shown to be associated with emotional intelligence, though not always (Cherry, 
2018). Employees who are technically competent but who struggle to interact with and work 
with others will be passed over for promotions or raises. Research has linked emotional 
intelligence to a wide range of skills, including the capacity to make sound decisions and 
perform well in the classroom. (Cherry, 2018). Workplace communication barriers will quickly 
arise if employees lack emotional intelligence. When people stop believing each other can 
understand them, communication breaks down. Therefore, workers tend to isolate 
themselves inside their departments, only interacting with one another when absolutely 
necessary.  
 
Teams with high emotional intelligence were more likely to gain the support and trust of their 
teammates, according to research published by Rego et al. in 2007. Because of this, there is 
better communication and less friction in the workplace (Rego et al., 2007), which leads to the 
formation of a collaborative environment devoid of negative criticism, ridicule, and dread. 
Self-awareness, empathy, the ability to read and respond to others' emotions, the capacity for 
self-actualization, and problem-solving proficiency are all components of good 
communication (Kuzu & Eker, 2010). Therefore, it may be concluded that poor communication 
skills are the root cause of emotional intelligence deficits in the workplace. According to 
Schermerhorn et al (2008), for a group to be considered effective, its members must meet 
predetermined performance targets.  
 
For a group to be productive, its members must feel that they are making a difference, that 
their input is valued, and that they are being given the opportunity to meet their own goals as 
well as those of the group as a whole. That is to say, if employees are not happy in their jobs, 
they will not provide their best effort, and productivity will suffer. However, there is a gap in 
research on the effect of emotional intelligence and job performance especially in Malaysia 
setting. Job roles and cultural differences may be the possible reason for the inconsistent 
findings when compared to a global setting. Therefore, this study will investigate the effect of 
emotional intelligence and job performance among operators in southwestern Malaysia.  
 
Literature Review 
Brief Overview of Emotional Intelligence 
Emotional intelligence, as defined by Guy and Lee (2015), is the capacity to both recognize and 
manage one's own and other people's emotional states in order to influence the behavior and 
outlook of one's coworkers. On the other hand, employees who score higher on tests of 
emotional intelligence are less likely to get unmotivated and more likely to improve their 
performance on the job (Chand et al., 2019). The ability to recognize, assess, understand, and 
manage one's own emotions and those of others is central to the definition of emotional 
intelligence claimed by Tsaur et al. (2019). Researchers found that those with an optimistic 
outlook were better able to control their emotions, which in turn improved their interpersonal 
interactions and professional outcomes (Sarwar et al., 2019). Since it has been shown to boost 
business results, 'emotional intelligence' has become a popular topic of study (Chand et al., 
2019).  
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According to Mayer, Caruso, and Salovey (2016), emotional intelligence should be studied as 
a talent rather than a trait. Managers care less about why employees act in a certain way and 
more on the actions themselves. In order to stay ahead of the competition, businesses have 
realized that they need employees that aren't just knowledgeable in their fields but also have 
strong emotional intelligence (Gong et al., 2019). Employees high in employee intelligence are 
more likely to be able to work well with others in a team setting and to achieve excellent 
outcomes. In addition, they are better able to handle stress and report higher levels of 
happiness (Drigas & Papoutsi, 2019).   
 

 
Figure 1. The sampling domain of Trait Emotional Intelligence (Petrides, 2009; 336) 
 
Figure 1 illustrated the dimension of emotional intelligence introduced by Petrides (2009). 
According to Petridis, Pita, and Kokkinaki (2007), trait emotional intelligence can be defined 
as a constellation of emotional self-perceptions located at the lower levels of the personality 
hierarchies. This constellation can be evaluated with the help of the emotional intelligence 
questionnaire. Petrides (2001), developed the theory of trait emotional intelligence and 
distinguished between trait and ability emotional intelligence, among other fundamental 
principles. The former can be gauged with the help of rating scales and questionnaires 
(Petrides et al., 2007) and focuses mostly on intangible emotions. Petrides (2001), argued for 
decomposing emotional intelligence into separate "trait" and "ability" parts as well. Trait 
emotional intelligence theory argues that there is no such thing as a "correct" or "best" way 
of being, but rather that various emotional intelligence profiles will be useful in various 
contexts.  
 
The Trait Emotional Intelligence Theory agrees that people's emotional experiences are 
unique to them but also shaped by their communities, and that what constitutes a healthy 
emotional response in one person or culture may be maladaptive in another. When compared 
to other self-report measures of emotional intelligence in adult populations, Gardner and 
Qualter (2010), showed that the TEIQue performed substantially better in predicting the 
stated criterion. A meta-analysis of the link between EI and health (Martins et al., 2010) found 
that emotional intelligence, as measured by the TEIQue, is most strongly associated with all 
three domains of health. According to theories of differentiated psychology (Petrides, 2009), 
the concept of emotional intelligence is supported by the fact that it is both discriminant and 



INTERNATIONAL JOURNAL OF ACADEMIC RESEARCH IN ACCOUNTING, FINANCE & MANAGEMENT SCIENCES 
Vol. 1 4 , No. 3, 2024, E-ISSN: 2225-8329 © 2023 

472 
 

 

incrementally valid with respect to personality, while also being contemporaneous and 
predictive across a wide range of criteria.  
 
This research focused on a specific type of emotional intelligence known as trait emotional 
intelligence, which is comprised of 15 different emotional elements divided across four 
categories (emotionality, sociability, self-control, well-being). According to Petrides et al. 
(2007), the trait emotional intelligence questionnaire can be used to assess a set of lower-
level personality traits related to one's emotional self-perceptions. Figure 1 displays adult-
group trait emotional intelligence scores. This practical interpretation differs significantly from 
that offered by BarOn, Goleman, Salovey, and Mayer. Because of the subjective nature of 
emotions, trait emotional intelligence is the only operational term in the field. According to 
studies (Vernon et al., 2008), individual differences in trait emotional intelligence are 
influenced by the same genes that influence differences in the Big Five personality traits. This 
lends credence to the view that the components of trait emotional intelligence are 
characteristics of an individual's personality rather than skills or capacities of the mind.  
 
Those who score high on the "Well-Being" scale tend to believe they are optimistic and self-
confident. It indicates that they are pleased with their current situation. A high 'Sociability' 
score indicates that a person is confident in their ability to persuade others and their 
willingness to stand up for what they believe in. Those who do well in the 'Emotionality' 
section of emotional intelligence say they can see things from the other person's point of view. 
One who possesses "Self-Control" is also able to manage their emotions, resist temptation, 
and cope with pressure and stress  
 
Brief Overview of Job Performance 
Cheok and O'Higgins (2011), state that performance is an important indicator of an 
organization's future prosperity. Performance on the job, as defined by Borman (2011), is the 
sum of the expected value to the company of individual acts of behavior carried out over a 
given length of time. Reference: (Sonnentag, Volmer, & Spychala, 2008) Job performance, 
according to Santos et.al (2018), is defined as an individual's ability to carry out duties that 
strengthen an organization's technological base. Furthermore, job performance is defined as 
how well workers do tasks connected to their jobs (Caillier, 2010). Meanwhile, research by 
Campbell and Wiernik (2015), suggests that performance on the job is comprised of self-
directed efforts that advance company objectives. A company's success is measured against 
predetermined goals that articulate long-term vision. According to Armstrong (2014), 
performance is whatever an employer expects an employee to do, and the person does it well. 
 
What's more, we might say that performance is achieved when we meet our goals, exceed 
our expectations, meet our standards, or use our full potential as an organization. However, 
the means by which the goals are attained are of greater significance than the 
accomplishments themselves. Mihalcea (2014), discovered that actions and evaluation 
procedures together define performance. Similarly, actions alone are insufficient to display 
and determine performance; other aspects, such as social and political elements and human 
resources, also play a role (Shamsuddin & Rahman, 2014). According to Treadway (2013), a 
person's constituency and work environment might benefit from a multiplier effect when one 
makes good use of past success. Moreover, compared to the shy and so-called anti-social 
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groups, employees or individuals who have great social interactions with their coworkers are 
more likely to perform at a high level.  

 
Figure 2. Heuristic Framework of Individual Work Performance (Koopmans et al., 2014:48) 
 
Koopmans et al (2011), developed the Individual Work Performance Questionnaire (IWPQ) to 
evaluate the level of job performance and categorized job performance into three parts which 
are task performance, contextual performance, and counterproductive work behavior. Figure 
2 illustrates the three parts of job performance in this model. Furthermore, the theoretical 
framework utilized to develop this scale can summarily evaluate all relevant performance 
elements by focusing on just three indicators. In turn, these factors are made up of 
quantifiable criteria. Explaining the work performance construct domain and identifying its 
dimensions and indicators is necessary for conceptualizing and operationalizing individual 
work performance (Fay et.al, 2010). As a result, the variable indicating productivity on the task 
will be measured along these dimensions. The 39 majority of models highlighted task 
performance as a critical factor in overall job effectiveness.  
 
According to Koopmans et al (2011), task performance is defined as the extent to which 
workers successfully complete their assigned tasks. Task performance is defined by Kumari et 
al (2021), as the completion of specific actions while carrying out clearly defined roles. Tims 
et al (2012), found that when workers tried to lessen disruptive demands for health reasons, 
their peers assessed them less effectively in their jobs. Talking to others at work in order to 
show emotion, something people do with their friends and coworkers, was also found to 
improve self-rated performance by helping people better grasp their own work goals (Daniels 
et al., 2014). Technical knowledge is essential for productive work in these situations, as noted 
by (Vogus et al., 2014). These workers need to be in peak mental and physical condition to 
reach and sustain high levels of alertness, attentiveness, and situational awareness (Bakker, 
2011). 
 
Any action that helps shape the cultural, social, and mental space in which the technical core 
functions is considered contextual performance (Koopmans et al., 2011). Furthermore, 
Chandrasekara (2019) claims that employees' success in the workplace can be attributed to 
contextual performance, which is supported by both the employees' own actions and the 
social and physiological conditions of the workplace. Contextual performance is defined by 
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Choi (2007), as "extra-role behavior that characterizes actions taken during the course of work 
to actively complete tasks, collaborate with others, and cooperate in ways that exceed the 
organization's requirements," thus this makes sense. Reilly and Aronson (2014), describe 
contextual performance as non-task or goal-specific actions that improve individual, team, 
and organizational efficiency and success. Contextual performance includes things like 
working well with others, going above and beyond the call of duty, sticking with a task despite 
difficulties, advocating for the organization's aims, and abiding by its policies even when 
they're inconvenient.  
 
Counterproductive behavior at work, as defined by Koopmans et al (2014), is any action that 
has a negative impact on the company and its employees. Similarly, Rana et al (2019), defines 
counterproductive work behavior as a type of bad and deviant employee behavior with the 
intent to harm the organization and its members. Ariani (2013), defines CWB as the actions 
taken by workers who have no interest in following the rules and are therefore motivated to 
break them. Employees with CWB also exhibit a lack of motivation to conform and may be 
driven to behave in opposition to established policies and procedures. Theft, fraud, sabotage, 
absence without leave, physical hostility, and verbal aggression are all examples of CWB in the 
workplace. Engaging in (and avoiding) unhelpful actions at work is the third fundamental 
component of the work performance construct, as stated by Ones and (Dilchert, 2013). The 
next section will review the literature that has examined the correlation between emotional 
intelligence and professional success. The next section will highlight a few past studies that 
prove the existence of the relationship between emotional intelligence and job performance 
 
Influence of Emotional Intelligence on Job Performance 
The link between emotional intelligence and professional success has been investigated by 
numerous previous studies. The fields of education (Hassan and Sedighe, 2010), health care 
(Munir and Rauf, 2017), the service industry (Nurhafizah et al., 2017), oil and gas (Ramesh et 
al., 2018), management (Maryam et al., 2017), and production (Subhashini et al., 2016) have 
all participated in studies of this nature. Researchers Munir and Rauf (2017), found a strong 
correlation between emotional intelligence and job performance, leading them to the 
conclusion that nurturing emotional intelligence can boost productivity on the job. Managers' 
and workers' ineffectiveness in the workplace is linked to their lack of emotional intelligence 
management, according to research by Hassan and (Sedighe, 2010). Job success is tied to an 
individual's level of emotional intelligence, which is defined as a mix of perceptual and 
technical skills (Maryam et al., 2017).  
 
Few studies have examined the connection between emotional intelligence and success on 
the job in manufacturing. As a result, it is clear that businesses need to invest in studies 
examining how emotional intelligence affects productivity on the job. Subhashini et al. (2016) 
found that both supervisors' and workers' Emotional Intelligence were significantly correlated 
with their performance on the job in manufacturing companies. For instance, Kafetsios and 
Zampetakis (2014), explored emotional intelligence's significance in customer service 
environments. Based on their research, they discovered that employees who possessed higher 
emotional intelligence were better at handling client relations, which improved their 
performance and job happiness. This study emphasizes the use of emotional intelligence (EI) 
in service-oriented fields where successful emotion management is essential. 
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A study conducted in the healthcare industry by Codier et al (2019), looked into the 
relationship between nurses' job performance and emotional intelligence. The results of the 
study showed that nurses with higher emotional intelligence were more adept at managing 
the emotional demands of patient care, which enhanced both work output and patient 
outcomes. This study emphasizes how important emotional intelligence (EI) is for jobs 
requiring a lot of emotional labor. Brackett et al (2020), investigated the function of emotional 
intelligence in educational environments in a different study. Higher emotional intelligence in 
instructors translated into greater classroom management and student engagement, 
according to the study's findings. This study highlights the importance of emotional 
intelligence (EI) in learning settings, where the management of one's own emotions as well as 
those of students is essential to success. 

 
Rahim and Malik's (2018), study examined how emotional intelligence affects team 

performance and leadership efficacy in the business world. The findings demonstrated that 
leaders with higher EI were more adept at creating a favorable work atmosphere, which 
improved team performance. Empathy has a critical role in leadership and the development 
of organizations, as this research demonstrates. Lastly, a study in the technology sector by 
Cavazotte et al (2017), discovered a favorable correlation between emotional intelligence and 
job performance, especially in positions requiring regular problem-solving and collaboration. 
According to the study, workers with higher EI were more adept at negotiating tricky 
interpersonal situations, which improved output and job satisfaction. Since emotional 
intelligence has been shown to correlate with success in the workplace, the following 
hypothesis can be derived: 

 
Ha: There is an effect of emotional intelligence on job performance among operators in 

southwestern Malaysia’s manufacturing company 
 
Research Methodology 
The population involved in this study is among 140 operators in one manufacturing company 
located at southwestern Malaysia. In this study, a probability sampling design was used to 
choose 103 operators as the sample of study. The emotional intelligence variable was 
measured by the Trait Emotional Intelligence Questionnaire-Short Form (TEIQue-SF) from 
Petrides (2009). There are 30 items of four dimensions named emotionality, sociability, self-
control and well-being measured in this section using the 7 -point Likert scale (1-disagree 
strongly, 2-disagree, 3-somewhat disagree, 4-not sure, 5-somehwat agree, 6-agree, 7- strongly 
agree). The Cronbach’s alpha value for this variable is 0.943 indicating very strong reliability. 
The Individual Work Performance Questionnaire (IWPQ) developed by Koopmans et al. (2014) 
was used to measure the job performance variable. This instrument comprises three 
dimensions which are task performance (5 items), contextual performance (8 items), and 
counterproductive work behavior (5 items). All items were measured using a 5-point Likert 
scale (0-4) which the task performance and contextual performance is ranging from; 1- 
seldom, 2-sometimes,3-frequently, 4-often, and 5-always, whereas counterproductive work 
behavior is measured with a scale ranging from; 1-never, 2-seldom, 3-sometimes, 4-frequently 
and 5-often. This variable recorded a value of Cronbach’s alpha 0.892 indicating that the items 
have high reliability. Descriptive statistics (mean and standard deviation) and structural 
equation modelling were adopted to respond to the purpose of the study. The mean value for 
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emotional intelligence was described as; Low = 1.00 – 3.00; Moderate = 3.01 – 5.00; High = 
5.01 - 7.00 meanwhile for job performance mean value was described as; Low = 0.00 - 1.33; 
Moderate = 1.34 - 2.67; High = 2.68 - 4.00. 
 
Findings 
Demographic Profile 
In general, majority of questionnaire respondents were male (f= 53, %= 56.4) and the 
remainder were female (f= 41, %= 43.6). In term of races, that the majority of respondents 
were Malay (f= 80, %= 85.1), while the remainder were Chinese (f= 11, %= 11.7) and Indian (f= 
3, %= 3.2). In terms of education, one third of the respondents were degree holders (f= 34, %= 
36.2) and diploma holders (f= 31, %= 33.0). In the meantime, a modest percentage of them 
completed their Malaysia Certificate of Education (MCE) (f= 15% = 16.0) and only 14 persons 
own a certificate as for the level of education (f= 14, %= 14.9). If observe at the age range, 
almost half of the respondents were 18 years old and 22 years old (f= 44, %= 46.8). 
Additionally, almost 40 percent of them were between the ages of 23 years old and 27 years 
old (f = 37, % = 39.4) and less than a quarter of the respondents have an age between 28 and 
32 years old (f= 13.0% = 13.8%). On top of that, most of the respondents had been employed 
by the company between 1 and 3 years (f= 72, %= 76.6), followed by 4 to 6 years of 
employment (f= 21, %= 22.3).  
 
Level of Emotional Intelligence among Operators in a Southwestern Malaysia’s 
Manufacturing Company  
 
Table 1 
Findings on Level of Emotional Intelligence and Its Dimensions 

Dimension Mean Standard Deviation Level 

Emotionality 4.55 0.30 Moderate 

Self-control 4.09 0.32 Moderate 

Sociability 4.10 0.51 Moderate 

Well-being 4.28 0.35 Moderate 

Overall mean for Emotional Intelligence 3.85 0.17 Moderate 

 
Table 1 presents the overall mean score for all dimensions of emotional intelligence. The 
overall mean score for emotionality dimension was 4.55 (SD = 0.30) and it demonstrated a 
moderate level of mean. This mean score explained that the operators find it easy to bond 
well even with those close to them, however they tend to yield even if they know they are 
right. Next, the overall mean score for the self-control dimension was 4.09 (SD = 4.09) 
indicating at a moderate level of mean. It implied that the operators were able to deal with 
stress, however they normally found it difficult to keep themselves motivated. Besides, the 
overall mean score for sociability dimension was 4.10 (SD = 0.51) representing a moderate 
level of mean. This moderate level showed that the operators believe they can deal effectively 
with people, however they find it challenging to influence the way other people feel. Finally, 
the overall mean score for the last dimension of emotional intelligence which is well-being 
was 4.28 (0.35). This moderate level informed that most of the operators did not have a 
gloomy perspective on most things, however they were dubious that they were full of 
personal strengths.  
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As for the overall mean score, the findings showed that the emotional intelligence variable 
achieved a moderate level of the mean (M = 3.85; SD = 0.17). It concluded that operators in 
the studied company are able to deal with stress on the whole, but however they find it 
difficult to regulate their emotions. Maintaining a high level of emotional intelligence is 
essential. Therefore, this section for assessing emotional intelligence is comprehensive and 
straightforward. In the following section, the analysis will assist researchers in gaining a more 
thorough understanding of employee job performance in the workplace as a whole.  
 
Level of Job Performance among Operators in a Southwestern Malaysia’s Manufacturing 
Company 

 
Table 2 
Findings on Level of Job Performance and Its Dimensions 

Dimension Mean Standard Deviation Level 

Task performance  2.63 0.46 Moderate 

Contextual performance  2.50 0.24 Moderate 

Counterproductive work behaviour 
(reversed items) 

2.34 0.35 Moderate 

Overall Mean for Job Performance 2.50 0.26 Moderate 

 
Table 2 presents the mean scores for all dimensions of job performance. For task performance 
dimension, it was reported that the mean score was at a moderate level (M = 2.63, SD = 0.46). 
It meant that the operators were able to set priorities, however they think they were not good 
at managing their time very well. Next, the overall mean score of contextual performance level 
among the respondents was 2.50 (SD = 0.24), demonstrating a moderate mean value. It 
proposed that the operators were working on keeping their work skills up-to-date, however 
they did not actively participate in meetings and training. Lastly, the overall score of the 
counterproductive work behavior dimension was 2.34 (SD = 0.35) demonstrating a moderate 
level of mean. It elucidated that most operators did not talk to their colleagues about the 
negative aspects of my work, however they did complain about minor work-related issues at 
work. 
 
As a conclusion, job performance variable obtained a mean score of 2.50 (SD = 0.26) which 
falls under a moderate level. This moderate level signified that the operators were highly 
motivated people, however they did complain about minor work-related issues at work. The 
outcome of this study also provides validity to the assertion that an essential ingredient in 
boosting job performance needs to be examined. This study has successfully proven that a 
proper evaluation of work performance requires the evaluation of task performance, 
contextual performance, and counterproductive behaviors.   
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The Effect of Emotional Intelligence on Job Performance Among Operators in a 
Southwestern Malaysia’s Manufacturing Company 
 
Table 3 
Summary of analysis findings on the effect of emotional intelligence on job performance 

Hypothesis Relationship 
Path 
Coefficient 

Standard 
Error 

t value Decision R2 

Ha 
Emotional Intelligence 
→ Job Performance 

0.690 0.048 16.766 Supported 0.454 

 ** p < 0.05 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
EI = Emotional Intelligence, JP = Job Performance 
Figure 3: Analysis of the model to measure the effect of emotional intelligence on job 
performance 
 
The data obtained were analyzed through Statistical Package for Social Sciences (SPSS) version 
23.0 and Smart PLS version 4.0.9.5. According to Thaker et al. (2020), Partial Least Square (PLS) 
has the ability to analyze all constructs involved at the same time. As a matter of fact, this 
study adopts SmartPLS software to run structural equation modelling using partial least 
square (PLS) method. As highlighted by Haenlin and Kaplan (2004), given the ability to test 
theoretically supported linear and additional causal models, SEM is the second-generation 
multivariate data analysis method most frequently adopted social science. Table 3 presents 
the results of the structural equations modeling and Figure 3 illustrates the model that 
measures the effect of emotional intelligence on job performance. Referring to the guidelines 
by Ramayah et al (2018), R2 value is used to determine the effect of studied variables. With an 
R2 value of 0.454, it was shown that 45.4% of job performance is explained by emotional 
intelligence. Furthermore, the t-value of 16.766 confirmed that there is a significant effect of 
emotional intelligence on job performance among the studied sample. As a result, the findings 
supported the hypothesis of the study.  
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Discussion and Recommendation  
Discussion of Findings 

 The Level of Emotional Intelligence among Operators in a Southwestern Malaysia’s 
Manufacturing Company 
The results conclude that the studied company has a moderate level of emotional intelligence 
among its operators. It indicates that the operators acknowledge that although their closest 
friend or family rarely voice dissatisfaction regarding their treatment, they frequently lack the 
ability to affect the emotions of others. Despite the moderate finding, literature reviews 
suggest that emotional intelligence is a significant factor in enhancing job performance. Aside 
from that, in comparison to other dimensions of emotional intelligence, the aspect of 
employee emotionality accumulated the greatest number of mean scores. It indicates that the 
employee expresses their emotions without difficulty. Hence, it can be deduced that the 
respondents possess a favorable emotional disposition and enjoy forming strong 
interpersonal connections effortlessly.  
 

The second highest dimension that contributes to the respondent's moderate emotional 
intelligence is sociability. This demonstrates that the respondent can interact with others 
effectively; however, they are typically incapable of influencing the emotions of others. 
Furthermore, they would not characterize themselves as good negotiators. Therefore, this 
result is consistent with the outcome reported in the study conducted by Kong et al. (2012), 
which suggests that those with greater emotional intelligence might have an advantage in 
utilizing stressful situations by seeking social support from peers or instructors. The moderate 
level of well-being exhibited by the operators is a significant factor that contributes to the 
moderate level of emotional intelligence. This moderate level of well-being indicates that the 
respondents are generally highly motivated but their overall life happiness is disappointing. 
Ensuring employee satisfaction within an organization is of utmost importance, as the 'well-
being' dimension actively contributes to the development of emotional intelligence.  
 
Among other dimensions, self-control obtained the second lowest mean score. This dimension 
suggests that the majority of the time, the respondents are able to maintain emotional 
control; however, they have a tendency to become entangled in situations that they 
subsequently wish they could avoid. Additionally, they are uncertain as to whether or not they 
frequently modify their minds. Employers must recognize the significance of employees 
maintaining positive mental health in the work environment. This result is consistent with 
Neve et.al (2023), where companies with higher average levels of well-being are more 
valuable have greater returns on assets and report higher annual profits.  
 
The Level of Job Performance among Operators in a Southwestern Malaysia’s 
Manufacturing Company 
Besides, the results reveal that the level of job performance among operators was achieved 
at a moderate level. All dimensions of job performance recorded a moderate level of mean 
scores. This implies that while the operators acknowledge their efforts to maintain current 
work skills, they possess limited proficiency in time management. A moderate level of job 
performance at work refers to an employee's behavior within the team as well as the job's 
tasks and responsibilities. By definition, moderate work performance occurs when an 
employee's performance falls somewhere in the middle of their goals or expectations. The 
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present level of task performance observed in this study is classified as moderate. It obtained 
the greatest mean score among the participants, which suggests an underlying capability to 
establish priorities. However, this also indicates that they lacked proficiency in time 
management. This is in line with the definition of task performance provided by Kumari et al. 
(2021), which states that it is the carrying out of assigned tasks within the framework of clearly 
defined roles.  
 
The results of the research also indicate that there is a moderate level of contextual 
performance dimension among the studied population.  This suggests that the operators are 
committed to maintaining current work skills; however, they believe they are not being 
actively engaged in meetings and training. In recent years, contextual performance has been 
recognized as an important component of overall job performance. As opposed to the 
mentioned three dimensions, the studied population exhibited the high level of 
counterproductive work behavior. Unfortunately, this indicates that respondents were 
complaining about minor work-relate issues at work and made problems at work bigger than 
they were. However, a moderate number of employees of the organization are dubious in the 
desire to discuss the negative aspects of their work with their coworkers. As a result, it 
emphasized the importance of conducting a thorough analysis to identify the root causes and 
combat counterproductive work behaviors assertively. When dealing with small violations for 
the first time, it's critical to be assertive but not aggressive.  
 
The Effect of Emotional Intelligence on Job Performance among Operators in a Southwestern 
Malaysia’s Manufacturing Company 
Consistent with other studies, there is a positive and statistically significant correlation 
between emotional intelligence and job performance in a variety of industries. Latif et al. 
(2017) found that people with high emotional intelligence perform better on the job because 
they are better able to handle interpersonal connections and workplace obstacles. Employees 
with higher emotional intelligence can identify and control their emotions more effectively, 
which enhances communication, increases problem-solving skills, and increases job 
satisfaction in general. These skills are necessary to sustain high productivity, particularly in 
jobs requiring a lot of face-to-face communication (Latif et al., 2017). Similarly, Mohamad and 
Jais (2016) discovered that Malaysian teachers who possessed higher emotional intelligence 
scores performed better because they were better able to manage stress in the classroom. 
Past researchers concluded that employees with emotional intelligence are more adaptive, 
which improves job performance in fast-paced work contexts. 
 
Additional studies have highlighted the importance of emotional intelligence in driving job 
performance, particularly when dealing with emotionally demanding situations. According to 
Devonish (2016), there is a mediating role played by psychological well-being between 
emotional intelligence and job performance. Emotionally intelligent workers typically have 
higher mental health, which improves their capacity to handle stress and stay focused on their 
work, ultimately improving performance. Sarwar et al (2019), discovered that employees 
possessing greater emotional intelligence demonstrate improved self-control and positivity, 
which not only aids in stress management but also fosters positive relationships with 
colleagues, ultimately enhancing job success. These results provide credence to the idea that 
emotional intelligence is essential for maintaining high performance in the workplace.  



INTERNATIONAL JOURNAL OF ACADEMIC RESEARCH IN ACCOUNTING, FINANCE & MANAGEMENT SCIENCES 
Vol. 1 4 , No. 3, 2024, E-ISSN: 2225-8329 © 2023 

481 
 

 

Recommendation for Future Research 
Firstly, employees must be educated on the importance of emotional intelligence for 
increased job success. Hence, senior management should provide professional training 
pertaining to emotional to their employees. The training aim is to develop emotional 
intelligence and utilize it at work to achieve higher managerial levels. Through this, managers 
and employees will be able to strengthen their skills in the areas of intrapersonal, 
interpersonal, flexibility, stress management, and general mood in order to take on higher 
level responsibilities and responsibility in organizations in the future. Moreover, when it 
comes to employee recruitment, companies may opt to conduct emotional intelligence tests 
in order to select the right individual for the right job, which will improve the employee's and 
the organization's effectiveness. This is because such individuals are more adapt at managing 
stress, fostering collaborative relationships on the job, possessing a deeper self-awareness, 
and comprehending how to operate at peak performance.  
 
Other than the recommendations made for the company, the researcher also provided a few 
recommendations for future researchers that are interested in working on this topic. For 
instance, future researchers may consider that future research be undertaken in a wider range 
of locations, with the cooperation of numerous manufacturing companies. In addition, the 
researcher suggests that future research could replicate this study using other instruments of 
measuring emotional intelligence such as Wong & Law Emotional Intelligence Scale (WLEIS). 
The purpose of using various instruments is to guarantee that the results, regardless of 
measurement employed, are consistent and reliable.  
 
Conclusion 
In conclusion, this research serves as foundation to understand the effect of emotional 
intelligence on job performance in Malaysia context. In other words, it will supplement and 
improve upon the existing literature on the theory of both variables, particularly the theory of 
Trait Emotional Intelligence (Petrides, 2009) and the theory of Individual Work Performance 
(Koopman, 2013). Furthermore, by recognizing the emotional intelligence of its employees, 
the management of the companies may be able to better understand how to improve their 
staff performance. Having an employee with the emotional capacity to empathize, engage, 
and collaborate with those from other social groups will improve the performance and efficacy 
of the business in cross-cultural situations. In addition, the workplace will be more optimistic, 
compassionate, inclusive, and harmonious, which can have a significant impact on 
organizational performance. Moreover, an employee with high emotional intelligence also 
boosts the motivation and engagement of managers and co-workers. These individuals are 
frequently motivated by a desire to achieve success in their efforts and a desire to see their 
responsibilities through. 
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