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ABSTRACT 

There are many factors (such as working conditions, remuneration system, etc) that 

can influence employees' job satisfaction. However, major organisational behaviour 

literature had identified employees' emotional intelligence as a contributing factor for 

employees' job satisfaction. This study aims to examine the impact of employees' 

emotional intelligence on their job satisfaction. The research model is constructed 

based on the findings of previous studies. The study conducted self-administered 

survey to all employees at Vista Point Sdn Bhd. The results of the survey confirmed 

that there are positive correlations between employees' emotional intelligence and 

employees' job satisfaction. However, the results have to be read with a few 

limitations. The future research suggests bigger sample size from different companies 

to improve the results. 
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CHAPTER! 

INTRODUCTION 

There have been numerous studies on the impact of employees' emotions on their job 

satisfaction (Saari and Judge, 2004; Lew, 2008; Simin et al., 2008). The ability to 

manage emotions, also known as "EI" is essential for employees (Barsade and Gibson, 

2007, pg.39). This phenomenon can be observed when organisations ponder on the 

impact of emotions on members of organisations, particularly employees' emotions on 

their job satisfaction (Pinto, 2009). These questions are very important as they will have 

direct influence on job satisfaction and the productivity of the employees. 

The aim of this study is to examine the impact of employees' emotions on their 

job satisfaction among employees of Vista Point Sdn Bhd. The survey instrument is 

constructed based on EI model to collect data on employees' emotions and their job 

satisfaction. The results of the study are very important for both academic and practical 

purposes. In terms of academic contributions, this study provides a perspective of 

employees' emotions and job satisfaction in the context of manufacturing company. 

Practically, this study could help industry decision makers to include EI aspects in 

the human resource policy. Such contribution can help organisations to realise 

employees' capabilities and focus more attention on the emotions and psychological 

issues. A manufacturing company like Vista Point Sdn Bhd is a commendable place to 

conduct research on employees' emotions and job satisfaction, since Vista Point is a 

multinational company that is based in Malaysia and most of the employees are foreign 
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employees. The researcher is convinced that the context of the company provides a great 

opportunity to collect data. 

This study refers to EI as the ability of employees to manage their emotions at the 

workplace properly so that they are able to perform in their jobs. In managing their 

emotions, employees must have self awareness about their emotions to enable them to 

manage their own emotions. Once the employees manage to control their emotions, they 

become aware about what they are doing. Thus, they are able to recognise and be 

empathetic towards those around them. Employees' emotions are not genetically fixed 

but are influenced through learning from experience in the environment (Goleman, 

1998). 

There have been extensive studies about employees' emotions associated with EI 

(Cooper and Sawaf, 1997; Goleman, 1995, 1998). For example, Goleman (1995) argued 

that EI is increasingly relevant to organisational development and developing people, 

because the EI principles provide a new way to understand and assess people's 

behaviours, management styles, attitudes, interpersonal skills, and potential. ln addition, 

Goleman (1995) contended that EI is an important consideration in human resources 

planning, job profiling, recruitment interviewing and selection, management 

development, customer relations and customer service. Likewise, Cooper and Sawaf 

(1997) contended that EI as a set of emotion processing abilities that together contribute 

to improving social interactions. This study uses quantitative data collection method, 

which is in the form of survey questionnaire to all employees of Vista Point Sdn Bhd. 

The main advantage of using the quantitative method through survey is that the study can 
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use smaller sample size to make inferences about larger groups which would be very 

expensive if the study were to be conducted on the population (Holton and Burnett, 

1997). 

1.1 RESEARCH PROBLEM 

There have been studies about employees' emotions and job satisfaction. Wong and Law 

(2002) found the significant relationship between El, job satisfaction and job 

performance. Jordan et al. (2002) showed EI was associated with job productivity. 

The intelligence component is essential to know whether employees can identify their 

emotions. Indeed, employees' emotions contribute significantly to their job satisfaction, 

which is an important factor to determine organisational commitment (Lew, 2008; 

Golemen 1995; Testa, 2001 and Simin et al., 2008). Job satisfaction, in this study, refers 

to an employee's feelings or state-of-mind on the nature of their work. Hence, managers 

in today' s organisations have placed great importance on the issue of job satisfaction. 

The main reason, job satisfaction is crucial is because employees who are very 

satisfied with their jobs tend to be more likely to be committed to their organisations 

(Steinhaus and Perry, 1996). Job satisfaction can be influenced by a variety of factors, for 

instance, the quality of one's relationship with their supervisor, the quality of the physical 

environment in which they work, degree of fulfilment in their work, etc. As the pace of 

change increases in the world of work, organisation makes ever greater demands on a 

person's cognitive, emotional, and physical resources (Siddiqui, 2008). 
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More companies are now looking at EI skills as a vital component of any 

organisation's management (Pinto, 2009). That is why the emotional aspect of employees 

should be emphasised in addition to the cognitive aspect. EI can create a pleasant 

workplace and affect employees' job satisfaction, efficient management and organisation 

development (Patra, 2004). 

In recent years, the fast changes in technology and societal values, employees' 

performance are now being examined differently. For example, employees are not going 

to be accepted just because they are academically sound (first degree holders; higher 

CGPA, etc.) or the length of experience and expertise that they possessed. Rather, 

employees are now being accepted when they can handle themselves and each other in 

such a way that they produce excellent performance and generate good profit for the 

company (Singh, 2006, p.16). 

Mayer and Salovey (1997, pg.5) defines EI as "the ability to perceive emotions, to 

access and generate emotions to assist thought, to understand emotions and emotional 

knowledge, and to reflectively regulate emotions to promote emotional and intellectual 

growth." From this definition, one can infer that the ability to manage one's emotion at 

the workplace is important because it can impact the level of one's job satisfaction. 

A few EI scholars (such as Cooper and Sawaf, 1997; Goleman, 1995) suggest EI 

in various ways such as the ability to manage one's EI as a crucial determinant of job and 

career success and may even be more important than general mental ability for 

determining career success. Based on this situation, a quick question would trigger that: 

"Why should an organisation with employees of high EI (ability to manage one's 
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