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ABSTRACT
The study examined effects of emotional intelligence on employees’ job execution in GTB bank in ilorin metropolis. The study specifically investigated effect of self-confidence on employees’ job performance; effect of self-management on employees’ work commitment; effect of emotional intelligence on employees’ productivity; and effect of self-awareness on employees’ management of job stress. This study adopted a descriptive research design. The targeted populations for this study are the employees in the above-mentioned bank in Ilorin metro polis. The sample size for the study was 93 respondents from GTB banks. Ordinary least regression analysis was used to test the hypotheses at 0.05 level of significance.  The result of the findings revealed that there is significant effect of self-confidence on employees’ job performance since p-value 0.003<0.05; there is significant effect of self-management on employees’ work commitment since p-value 0.000<0.05; there is significant effect of emotional intelligence on employees’ productivity since p-value 0.008<0.000; and there is significant effect of self-awareness on employees’ management of job stress since p-value 0.139>0.05. The study concluded that self-confidence had effect on employees’ job performance; self-management had effect on employees’ work commitment; emotional intelligence had effect on employees’ productivity; while self-awareness did not have effect on employees’ management of job stress. The study recommended that employees should learn how to be self-confident by managing their self-esteem so as to be able to discharge their duties effectively; the management should endeavour to enlighten the employees during on the job training or pre-job training process on how to develop self-direction ability in order to maintain any pressure that comes their way in the process of executing their task. Also, recruitment agencies should include emotional intelligent test during the recruitment process to ensure that highly intelligent employees are employed.









CHAPTER ONE
INTRODUCTION
1.1 Background to the Study
In the recent dispensation, a lot of paradigm shifts towards ensuring productivity amongst employees in the workplace in the light of the globalization and competitiveness among a handful of organizations has been emphasized and seen as a very important determinant factor for organizational success. On this note, it is imperative for organizations to determine those factors that can enhance their organizational performance in terms of quality of products and services rendered by the organization. This could be ensured by checking and improving the competence of the employees maintaining their emotional intelligence in dealing with busy work schedules because of the stress and pressure they might experience in the course of executing their tasks. This is inevitable in banking job that involves pressure and stress from customers and other technical issues which might create workplace stress for employees (Manjunatha & Renukamurthy, 2017). The stress induced in the course of discharging responsibilities by employees in the workplace in conjunction with their personal life demands is very critical in predicting employees’ productivity, job commitment and stress management which requires high level of intelligence to be contained. Workplace stress and job stress is a psychological construct that employees are exposed to every day which is inevitable in the work place and to maintain this pressure, an employee needs to be efficient in handling emotional circumstances in the work place. However, irrespective of the pressure at work, employers expect the employees to meet the set standard or target to ensure performance through effective job execution. This is because business performance of the banking sector largely depends on customer relations and satisfaction which mostly involve how staff members attend to them. Service quality is the ability to provide professionally required and customer expected applications of business (Naeem, Saif & Khalil, 2008). The efficient and quality services are not the result of a single causal factor; it is a result of the multiple factors in the work place in which emotional intelligence is one. Sequel to this, Naeem et al. (2008) underscored that human efforts and emotional intelligence are more important determinants of service quality in the sense that banks as the service providers are required to be adaptive towards the demands and behaviors of the customers. It is basically emotional intelligence that helps managers in responding effectively towards the customer needs. The learning and practice of these skills help to improve the performance of service providers and increasing customer satisfaction. At this juncture, the importance of employees’ performance cannot be overemphasized since their productivity has multiplier effect in achieving organizational objectives. It is therefore imperative in order to survive in the industry and maintaining the competitive edge, organizations put constant pressures to their employee.  Performance is an extremely important criterion that linked to the organization success and outcomes (Cheok & O’Higgins, 2011). Previous researchers has agreed that employees should be actively participated in their work physically and mentally in order to deliver outstanding performance (Marc, Susan & Salovey, 2011). Besides, every organization leaders need to ensure that their employees always maintain good performances so that the objectives of the organization will be achieved.  However, it is not an easy task in for the employees to maintain their good performance because the environment, workplace and social pressure keep stressing them. To ensure that employees are emotionally, mentally and physically active in executing their jobs, the issue of emotional intelligence has been talk of the day among managers in order to restore and maintain positive vibes towards work among employees. Borman (2011) maintained that employee job performance is the total expected value to the organization of the discrete behavioural episodes that an individual carries out over a standard period. Simply possessing emotional intelligence cannot may not result to increase in job function unless it affects how people use their emotions at work setting. Apparently, it is necessary for employees to be in control of their emotions accurately and use certain behaviors in the workplace that allow them to gather better information, grip others’ behavior or make better decisions about their activities, that result in better performance on the job (Kim, Cable, Kim & Wang, 2009). Thus, it is emphasized that emotional intelligence is an essential tool an employee can leverage on to moderate their engagement with second parties at their workplace for productivity. This will enable them to cope with customers, colleagues and their bosses to create an enabling atmosphere to making them discharge their duties properly. Therefore, a good management goes for the development of the human’s capital, especially in their mangers. They search for ways to augment the performance individually and organizationally. To reach this aim, they make use of a variety of courses, seminars and regulations in the workplace to regulate the conduct of employees towards the customers and ensure they maintain high level of professionalism in discharging their duties. In addition, there exist the contradictory consequences in emotional intelligence and job performance. On this ground, the researcher deem it fit to investigate the effect of emotional intelligence on employees’ job execution in an organization.  
1.2 Statement of the Research Problem
In the recent dispensation, the issue of employee’s productivity is very necessary for organization survival which makes it a bottom-line for employees to be upright in attending to issues in the workplace. This will exonerate them from being entangled in avoidable issues that might make their work more difficult and eventually affect their performance and that of their organization. The findings as shown from previous studies have shown mixed results between emotional intelligence and employee performance. Studies such as Higgs (2004); Law et al. (2004); Daus and Ashkanasy (2005), Dulewicz, et al., (2005), Chaudry and Usman (2011), Beck (2013); Danguah (2014); Wang et al. (2015); Adel (2017); Sahedur and Rabeya (2017) have shown that emotional intelligence has positive impacts towards job performance. On the other hand, studies by Rode, et al. (2007) and Gryn (2010); found that no direct relationship between EI and employee job performance. These inconsistences in the past findings require further research to establish the effect of emotional intelligence on employees’ performance using variables like (self-awareness, self-management,) and employee job execution as opposed to the past studies.  In addition, most EI researches were conducted in developed countries such as the United States, the United Kingdom and Australia. As such, there is a need to validate those instruments developed in the countries mentioned earlier which have different cultural and business settings and to ensure that they are relevant to the Nigerian context.  The present study deems it fit to fill the gap by looking into effect of emotional using self-management, self-awareness, employees’ productivity as moderating variables in selected banks which are Access(Unity road, Ilorin), UBA(Challenge road, Ilorin) and First Bank(Unity Road, Ilorin).
1.3   Research Questions
The following questions were raised to guide this study.
i what is the effect of self-confidence on employees’ job performance in an organization?
ii what is the effect of self-management on employees’ work commitment in an organization?
iii what is the effect of emotional intelligence on employees’ productivity in an organization?
iv what is the effect of self-awareness on employees’ management of job stress in an organization?
1.4 Objectives of Study
The main objective of this study is to examine the effect of emotional intelligence on employees’ job execution in the GTB banks in Ilorin metropolis. The specific objectives of this study are to:
 i   examine the effect of self-confidence on employees’ job performance;
ii  determine the effect of self-management on employees’ work commitment;
iii  investigate the effect of emotional intelligence on employees’ productivity; and
iv  evaluate the effect of self-awareness on employees’ management of job stress.
1.5   Research Hypotheses
The following hypotheses were tested in this study;
H01:Self-confidence does not have significant effect of on employees’ job performance in an organization
H02:Self-management does not have significant effect of on employees’ work commitment in an organization
H03:Emotional intelligence does not have significant effect of on employees’ productivity in an organization
H04:Self-awareness does not have significant effect of on employees’ management of job stress in an organization.
1.6    Significance of the Study
This study would be of immense contribution to the following stakeholders: the management of bank in GTB and also the bank employees, and recruitment agencies in Nigeria, and as well as Nigeria Labour Congress and future researchers. The outcome of this study would task the management of organizations to take into cognizant the power of emotions to motivate, regulate employees’ actions for effective job execution in an organization. On the other hand, the findings from this study will give a strong indication for employees to work more in expanding their emotional intelligence in the workplace so as to understand that people who are emotionally intelligent are able to process information logically, cognitively and efficiently, and on the basis of this, make quality decisions and manage themselves. They will also be acquainted with the fact that emotional intelligence has an impact on every aspect of one’s life. Emotional Intelligence also helps the employee’s to increase their emotional self-awareness, emotional expression, creativity, increase tolerance, increase trust and integrity, improve relations within and across the organization and thereby increase the performance of each employee and the organization as a whole. Emotional intelligence is one of the few key characteristics that gives rise to strategic leaders in organizations. Emotional intelligence plays a significant role in the organization and becomes an important criterion of evaluation for judgment of an effective employee, increases productivity and trust within and across the organization Lastly, the finding of this study would serve as a justification and documentation for researchers in the same or related line of study.
1.7 Scope of the Study 
This study investigated the effects of emotional intelligence on employees’ job execution in GTB, Ilorin metropolis which covered the population of staff in three GTB branch {Tanke road, Ilorin}, {Unilorin road, Ilorin} and {Unity road, Ilorin}) all situated in Ilorin Metropolis. The banking sector is selected in this study as a result of the stress involved in banking job which required high level of emotional intelligence. The study of emotional intelligence was centered on self-management, self-awareness, employees’ productivity and job execution to investigate effect of emotional intelligence on employees’ job execution of bank staff.. 
1.8   Organization of the Study 
This study comprises five chapters. The first chapter includes the background of study, statement of the problem, objectives of the study, hypothesis of the study, research questions, and significance of the study, scope of the study, organization of the study, brief historical background of the case study and operational definitions of terms. Chapter two is made up of Literature Review and other relevant subheadings on the conceptual framework, theoretical framework and the empirical framework. Chapter three has the methodology of the study and organizational profile, Chapter four contains data presentation, analysis and discussion of findings. Chapter five focuses on the summary of findings, conclusion and recommendation.   
1.9   Operational Definition of Terms
Emotional Intelligence: is referred to as the ability of employees to monitor their own and other party’s feelings and emotions in order to discriminate among them and to use this information to guide their thinking and actions in discharging their responsibilities at work. 
Emotions: this is referred to as the internal response to work place situations with behavioural and physiological elements by employees. 
Intelligence: is referred to as the global capacity of the employees to act purposefully, to think rationally and to deal effectively with situations at work settings.
Job Execution: is referred to as the ability of employees in the workplace to discharge their duties as expected to achieve the organizational objectives.
Self-awareness: is referred to as the ability of workers in the work place to efficiently improve on their strength and make sure their weaknesses do not affect the process of executing their job effectively. 
Self-management:  refers to the continuous process of managing, evaluating and reinforcing employees’ actions, thoughts and emotions to have appropriate behaviors or performance in relation to their workplace surroundings and environment in line with ethical standards. 


CHAPTER TWO
LITERATURE REVIEW
2.0 Introduction 
This chapter reviews the related literature from relevant journals, textbooks, magazines, internet and papers presented. For the purpose of this study, the review of literature is presented under the following sub-headings.
2.1 Conceptual Framework
2.1.1 Concept of Emotional Intelligence
The concept of emotional intelligence has diverse definition which depends on the way the user intend to use it. As for record, emotional intelligence was first defined by Mayer and Salovey (1997) as the ability to monitor one’s own and others feelings and emotions to discriminate among other employees and use the information gathered to guide one’s thinking and action. In 1998, Goleman redefined the definition of emotional intelligence to the capacity for organizing our own feelings and those of others, for motivating ourselves, and for managing emotion well in ourselves and in our relationships (Goleman, 1998). This definition was later adjusted by Salovey, Mayer and Caruso (2002). As the ability to feel one’s emotion, integrate emotion to support one’s thinking, understanding emotions for personal development. According to the literature, there are several definitions of what emotional intelligence is and what the concept actually encompassed. Some of these definitions of the concept of emotional intelligence lack sufficient research evidence to properly substantiate their views (palmer & Jansen, 2004). Dulewicz and Higgs (2000) provide a useful definition of the concept, and believes that emotional intelligence is about:knowing what you are feeling and being able to handle those feelings without having them swamp you,being able to motivate yourself to get jobs done, being creative and perform at your peak; andsensing what others are feeling, and handling relationships effectively. According to Mayer, Salovey and Caruso (2000) emotional intelligence includes the ability to perceive, appraise and express emotion accurately and adaptively the ability to understand emotion and emotion knowledge the ability to accepts and generate feeling where they facilitate cognitive activities and adaptive action; and the ability to negotiate emotions in oneself and others. In addition, Faluner & Janse (2004) connotatively spotted emotionally intelligent person as one who is able to process emotion laden information and then to use this information in cognitive task and other required behaviours. It is also believed that emotional intelligence allows the person other ways of being and behaving as compared to those emphasized by traditional ideas of intelligence. It is thus possible for the person to develop these alternative ways of being in order to become more effective and efficient in both day-to-day living and in the workplace (Joarsveld, 2003). It is obvious that emotions have an impact on everything that people do. On the one hand, emotions can lead to an increased morale amongst employees, but on the other hand, emotions can also prove to be destructive. Negative emotions, such as fear; anxiety; anger and hostility, use up much of the individual’s energy, and lower morale, which in turn leads to absenteeism and apathy (Bagshaw, 2000). Several authors Cooper and Sawaf (1997), Salovey and Sluyter (1997), Goleman (1998) suggest that emotional intelligence is essential for effective leadership. It is believed that even if one has the best training in the world, as well as a high intelligence level without emotional intelligence, the person would still not make a good leader. It should however be noted that although intelligence quotient (1Q) and emotional intelligence are two separate constructs. They do work in combination as such; there are two cone proportions that can be put forward, namely; 
i a combination of intelligence quotient (IQ) and emotional intelligence explains more variation in outcome criteria than intelligence quotient (IQ) alone; and
ii a certain threshold intelligence quotient (IQ) is necessary before the combination with emotional intelligence leads to differentiated success in outcome (Dulewicz & Higgs, 2000).
Recently, Wolmarans (2001) identified survival constituent competencies of emotional intelligence that were used to develop the emotional competence profiler (ECP) to measure emotional intelligence. This particular model of emotional competence is particularly relevant to this research study as it was developed for use in the South African context, and is a statistically validated emotional intelligence assessment fund (Palner, Janson & Coetzee, 2005). According to Theron and Roodt (2001), a multi-rater assessment provides the individual (rates) with holistic feedback, which is seen to facilitate personal growth. Wdmcnans (2001) believes that the purpose of the emotional competence profiler (ECP) is to allow the individual to look at emotional skills in a mirror through his own eyes, behavior through the eyes of other people, as indicated by the ratings of others and strengths and development areas. The emotional competence profiler divides emotional intelligence into seven constituent competencies or clusters: self-esteem (and self-regard), self-management change resilience, interpersonal relations, integration of head and heart and emotional literacy (Wolmarans & Marins, 2001). Self-motivation refers to the ability to create a challenging vision and set goals, and is also the ability to remain focused and optimistic despite any setbacks that may occur in obtaining set goals. Self-motivation means taking action every day and remaining committed to a particular cause. Finally, self-motivation requires taking responsibility for one’s successes and failure (Wolmarans & Martins, 2001).
2.1.2	Components of Emotional Intelligence in an Organization
2.1.2.1 Self-Awareness
This component of emotional intelligence reflects the importance of recognizing one’s feelings and how they affect one’s performance. Self-awareness is key to realizing one’s strengths and weakness. Among several hundred manages from twelve different organizations. Accurate self-assessment was the hallmark of superior performance (Shahzad, 2011) individuals with accurate self-awareness was the competence found in virtually every star performer” in a study of several hundred knowledge workers (Kelley, 1998) self-awareness stimulates self-confidence competence. It recognizes the importance of one’s own feelings and how it affects one’s own strengths and weakness (Shalzad, Sarmand, Abbas & Khan, 2011). Accurate self-awareness is the hallmark of superior performance (Boyatzis, 1982). Individuals with accurate self - awareness know their abilities or capabilities which basically made up of self - confidence, self - assessment and can individually handle their emotion properly. Self - awareness assist workers to seek for feedback and learn from their past mistakes and identify where they need to work on when they work with others in teams who have an edge over them (Shalzad, 2011). Victoroff and Boyatzis (2012) mentioned that self- awareness is knowing one’s internal state, preference, resources and intuition. It’s not automatic to have the ability to recognize our personal moods and reactions when in the spot light, privately and still be able to remain conscious afterward whether in teams or individually (Goleman, 2002). Self-awareness also involves having a realistic assessment of one’s abilities. People who have this strength are aware of their strengths and weaknesses, open to candid feedback from others, and willing to learn from past experiences. This courage comes from certainty, through self-awareness, about our capabilities, values and goals as cited by (Fatt, 2002). Self-aware people have the ability to accurately perceive own emotions and stay aware of them as they happen. This includes keeping on top of how one tends to respond to specific situations and people as quoted in (Cheok & O‟Higgins, 2011). Self-awareness is way beyond simply having adequate knowledge about ourselves but rather extends to being in position to interpret this knowledge for the purpose of learning more about ourselves (Dirette, 2010). Also, Dirette (2010), affirms that self-awareness is broken down into four levels of Arousal and attention, Sensory and motor, Cognitive and lastly Psychosocial. To them at the arousal and attention, attention to ideas developed or any arousal is either very slow or poor due to our inability to pay attention or respond with close concentration as a result of distracting surrounding us. 
As discussed by Dirette (2010), the cognitive stage requires attention, comprehension and memory are key for people in this stage to function and abstract reasoning, conceptualization and problem solving are necessary to comprehend the more abstract nature of these abilities. At this level, the information provided at the lower levels is integrated to form a model that integrates knowledge with skills.  Lastly as discussed by Dirette (2010), the psychosocial stage of self-awareness involves constantly recognize the world as it is in relation to our abilities and is the stage where we are able to observe and rate our performances against other work colleagues. Self-awareness is enhanced through a good therapeutic alliance, brain education and participation in familiar occupations, with process-focused feedback and compensatory strategy training (Dirette, 2010)
2.1.2.2 Self Confidence 
Most times we are forced to push away our feelings instead of acknowledging and recognizing them and how much they influence us and in what direction because we lack the confidence to do so. Once we develop confidence to constantly evaluate our feelings and their impacts, we are in better position to understand that our weaknesses and strengths don’t mean our worth and values (McPheat, 2010). Thus, the feeling of being able to accomplish so many things due to the skills, competence and knowledge that’s at our disposal (Thompson, 2014). (Thompson, 2014) further quotes that improving confidence means developing one’s self esteem and self-belief/Self efficacy hence the belief in one’s capabilities to organize and execute the course of actions required to manage prospective situations. But then Hollenbeck and Hall (2004) states that confidence is not a constant but rather differs from task to task as quoted by Thompson, 2014). Thompson (2014) states that what matters in building our self-confidence are mindsets that are open to changes and attitudes that welcome change and versatility are a must to avoid pessimism and rather grow your abilities and welcome feedback as an opportunity to develop instead of as criticism. “Perceived capabilities minus our perceived task requirements is what sums confidence” as quoted by (Thompson, 2014). 
Thompson (2014) further mentions that in order to develop your confidence, you ought to explore the different roles in your life such as family roles, work roles and other roles outside family and work and rate them so that you can paint a picture of your self-confidence and point out which areas need immediate attention and which areas are excellent. He further stated that self-evaluation brings to light what could have possibly been suppressed by our constant view of our poor sides which could result from strong criticism from trusted and admired persons, confidence breaking messages heard as children and these help as reframe the negative messages in our lives and focus our concentration on the positives to build our confidence to achieve our desires and goals. Thompson (2014) maintained that confident people use their conceptual skills effectively for finding solutions, aim higher by setting bigger but achievable goals make unique choices in daily activities. Managers at work place need to recognize the existence of excessive fear for failure hence avoid taking challenging tasks to protect their weak self-image, perfectionism which takes lots of time to produce a product due to be perfect and avoid failure, lack of assertiveness as a result of fear of rejections and disavowing achievements to avoid recognition are some of the major signs of poor self-image that needs to be abolished or reframed less the organization faces a detrimental blow in its performance (Thompson, 2014).
2.1.2.3 Self-Management
This refers to the continuous process of managing, evaluating and reinforcing our actions, thoughts and emotions to have appropriate behaviors or performance in relation to our surroundings and environment through constantly reminding ourselves of our norms and values (Goleman, 2002). Instead of the usual blame others for mistakes we make or constantly defending ourselves, we should be able to take responsibility for our own behaviors, deeds, mistakes and in general emotions and how they impact our behaviors and daily lives such as the so many decisions that we have to make in our lives (McPheat, 2010). Gerhardt, Ashenbaum and Newman (2009) states that self-management consists of “a set of behavioral and cognitive strategies that assist individuals in structuring their environment (at work or elsewhere), establishing self-motivation, and facilitating behaviors appropriate for obtaining performance standards.(Gerhardt,2009) further mentions that we improve self- management through the influence we exert over ourselves to help us achieve self-motivation and self-direction we need to behave in desirable ways. They stated that self-management is basically the crucial factor which can affect the performance of the employees andother people of organizations. Boyatzis (2002) mentioned in the studythat self-awareness is the strong forecaster and tool of performance inany organization. Rahim (2002) opined that facing job stress with strong sense of control over one’s own beliefs promote to manage anger and depression at workplace. Controlling anger and depression at workplace serves as a strong tool for better performance. Accurate self-management creates trustworthiness which let others to know one’s values and principles. Trustworthy employees maintain standards of honesty and integrity which makes them forthright about the blenders and tackle others about their lapsed. Self-management creates emotional resilience which enables employees to think out of the box. Businesses with autonomous and flexible roles and regulations provide a platform for innovation which result in efficient performance of employees (Shahzad, 2011). Employees with the competence of self-management are achievement driven, they are striving to improve or meet a standard of excellence, they are results oriented with high drive to meet their objectives and standards, the set challenging goals and take calculated risks, pursue information to reduce uncertainty and find way to do better, and learn how to improve their performance. According to Spencer and Spencer (2008), the quality of adaptability is also the important element of the self-management because if a leader possesses this quality of adaptability, he or she can create a high level of employee’s productivity and performance in the organization. This quality is also being used by all the superiors of the organizations for getting success in short period of time. Change residence indicates that one is able to remain flexible and open to new ideas and people encouraging the necessity for change and improvement, but taking into account the emotional impact that this change may have on other individuals. An advanced level of change resilience is demonstrated by an ability to cope with ambiguity to thrive on chaos, without forcing premature closure, and to get re-energized by the beautiful scenes encountered along the way, as well as the anticipation of the unknown (Palmer, 2005).
2.1.2.4 Self-Control 
As mentioned by McPheat (2010), he asked questions such as; Are you able to stop and think before you act, develop many options for one solution before implementing, analyzing best cause of actions, prioritize activities so as to act on them basing on urgency and avoiding reflex actions, if so then you have self-control but otherwise means lack of self-control. McPheat (2010) further discusses that we constantly need to review our fears and desires for our strong reactions. We all have desires such as promotions, love, wealth, safety, health, families and fears such as salary cuts, insecurity; losing our 18 jobs etc. knowledge of theses desires and fears empowers the understanding of our strong reactions and thus be in better positions to analyze situations and come up with more appropriate solutions to them. Reframing to turn your negative self-talk around and rehearsing your ideas and plans before implementing them also improve your self-control. 
2.1.2.5	Transparence 
McPheat (2010) discusses that for the sake of our relationships, we have often at times lied to our friend’s colleagues, families with the aim of painting a good picture of ourselves and sometimes we get away with it but sometimes we are caught in the act especially when we fail to deliver our promises. Therefore in this case the ability to deliver what we promise and be open and clear about what we can and can’t do so as to improve our self-management (McPheat, 2010).  
 McPheat (2010) further states that for transparence to prevail, you need to first trust yourself then your response to emotions will be the best option possible and even others around you will start believing in you and your actions. For all the relationships we build at work, home or societies we leave in to work, trust, respect and acknowledgement must prevail or else the relationship is bound to last for only a short period and as effective managers we want work environment to prevail with these three aspects so the we are able to rely on each other, help others in need, have selfless relationships, be able to delegate work, feel motivated through the acknowledgements, forgiveness and build functional teamwork. Thatcher (2012) states that trust is a very hard aspect to gain and yet can be lost in a blink of an eye and is always two way traffic therefor as much as leaders need to be trusted so do the followers hence the need to reflect on our behaviors so that we can adjust them to gain each other’s trust by open communication, valuing people, working hard, being honest and respecting others and their opinions so that both can arrive at a more trusting environment and a successful team spirit. Thatcher (2012) further mentions that in order to gain others trust, we need to first ensure that we trust them and we can rely on them not blindly of course but rather through opportunities that present themselves in the followers and being able to delegate tasks to them. 
2.1.2.6 Conscientiousness 
In relation to emotional intelligence and self-management, this refers to remaining alert to the process of practicing self-management and taking full responsibilities for our own 19 behaviors and emotions instead of taking it out on others regardless of whether they were indeed the cause or not but rather we need to have options for actions and stay pretty much in control (McPheat, 2010). We need to remain dependable to others though getting tasks done, being loyal and committed to colleagues we socialize with and organizations we work for while maintaining our integrity through honesty and being ethical in our actions (Achua & Lussier, 2013) 
2.1.2.7 Adaptability 
The environment within which we live is ever evolving both internally and externally such as budget cuts, position revision, different roles and externally market segments are constantly changing, political environment, society and so on and this changes require as to be in position to welcome them and find the best solutions to enables us to adapt (McPheat, 2010). McPheat (2010) further suggests that to develop this ability, we need to identify the cause of our strong negative response to change and deal with them. To be in better position to adapt to changes, we need preparation in advance by understanding the why, how, when of change so that we approach it with an objective mind whether in organizations, groups or individually for purposes of coping (Passenheim, 2010). 
2.1.3 Effect of Emotional Intelligence on Employees’ Job Execution in an Organization
From the previous dispensation, it can be deduced that the importance of emotional intelligence ant its components cannot be overemphasized in an organization because it enhances employees’ attitude towards handling situations at the work place. Employees rated highly in self-management are more likely to perform very well in their tasks due to their positive attitudes, self-motivation, willingness to learn and ability to adapt and initiate in times of changes and therefore it’s paramount to focus and improve on self-management before thinking of relationships (Victoroff & Boyatzis, 2012). It’s very important to know that possessing the achievement orientation and conscientiousness competences have the limitation of over concentrating or persisting on tasks with the intention of perfecting it which in turn consumes a lot of time for the mastery/perfection process while others simply to it to the adequate level (Victoroff & Boyatzis, 2012). Persons with high conscientiousness are more likely to have better performance by improving their personal traits to suit the tasks at hand and choose the right moments for handling them as cited by (Hoffman, 2013). It’s vital to note that job performance is great and improved in the early stages of a job tenure due to the need to concentrate one’s focus and energy to achieve a certain level of satisfaction however, the detrimental side is that the more time spent on achieving tasks or at the same place of work, the less and less the effect of proactive personality thus care needs to be taken by employers to ensure that this issue has a solution if they are to maintain staff productivity and curb turnover rate (Hoffman, 2013). We will notice that proactive people actively engage in self-management behaviors such as setting challenging but achievable goals, time management, environmental behaviors 21  and self-regulations thus as a result, these traits have buffered their job performance to better and greater heights by making the right decisions and implementing them at the opportune time hence the need for managers to identify and recognize such employees and build them by enabling and providing them with all the space they need and encouraging them to actively participate in decision making (Hoffman, 2013). In explaining the effect of emotional intelligence on employees’ job execution, it is relevant to look into impact of social awareness on employee job performance, the impact of social awareness is more likely depends on the length of time that the people have involved in interacting to each other in order to have better understanding on who they are dealing with, how they can able to approach specific people in certain situations. Hence, the more time an employee spent for orientation process, the better their performance in conducting daily tasks or otherwise relationship is bound to be task oriented (Victoroff & Boyatzis, 2012). It was contended that, past performance can lead to greater impacts over one constituents and work environment when it is practiced effectively. Furthermore, high performance is more likely to exist among employees or persons with very high social relationships among the colleagues they work with as compared to the quiet and the so called anti-social groups. It was believed that the ability for these socially aware in seeking for advice about issues concerning their jobs from knowledgeable superior or subordinates. Socially awareness employees have the ability to understand the overall psyche of organization and political realities in groups. This ability creates organizational awareness that enhance networking and coalition building which makes the individual to wield influence irrespective of their professional role. To become efficient performer, social awareness is required at organizational level apart from just at interpersonal one. Social awareness allows reading situations objectively, without any personal biases and distortions which distinguished star performers from average ones (Shahzad et al 2011). Furthermore, as much as it’s difficult to take a moment and put ourselves in others shoes to dig out the reasons or see from their point of view why they behave and react to things the way they do especially when in the middle of a heated disagreement, we have to from time to time to see things from others view so that when we are taking actions or making decisions we do so after understanding our view and those of others thus objective decisions are made without any bias but rather consideration and empathy (McPheat, 2010). It takes time, experience and ability to be in touch with our very own emotions in other to perfect empathy. We are only to understand other if we have been in the same situations ourselves and this can only be possible if we have had several experiences that are bound to enable us to have empathy for others (McPheat, 2010). (McPheat, 2010) further mentions that it requires a lot of techniques to recognize others emotions because it’s never a direct thing so we are sometimes forced to either read between the lines, ask questions or read body languages like facial expression and other non-verbal expressions. Doulas (2013) states that as employees and even in the ideal world, we are bound to feel frustrated from time to time to time but then what keeps us going is the ability of our friends, supervisors, colleagues recognizing and understanding our frustration and guiding us on how to reach the end of this frustration instead of ignoring it. Doulas (2013) further states that as leaders we ought to be very sensitive to others needs and feelings and 23 we can do this by recognizing their issues and values and offering to lend them a shoulder to cry on whenever they need it and even when they are not willing to talk about their issues, they know they can always come to you whenever they want to talk about something and this improves your reliability and credibility among followers. Just like empathy was about understanding how others feel, organizational awareness on the other hand involves recognizing the influence on us and others by those that we work and live with and especially the culture within which our emotions operate (McPheat, 2010).  McPheat (2010) further discusses that to understand the organizations we work in we ought to do our own investigations into its mission, visions, objectives and goals so us to clear gage why they are doing things the way they are, the culture of the organization is very vital for us to know so that we are not imposing our own way of doing things, the core values of the organization is also rich in information for the empowerment of our very own thus once we join an organization we need to this research so us to fit in and best understand the culture within which we will have to operate. The knowledge of organizational structure is very paramount for our knowledge so as to guide us on how to deal with the organization and other colleagues we work for example if we know whether the organization structure is either, simple, hierarchical, functional, product or matric, then we will exactly know how to approach issues in the organization (Laegaard & Bindslev, 2006). The absence of such knowledge makes us only approach issues from the wrong directions, make so much un necessary mistakes, fail to fit in the very organizations we work in and feel so demoralized each and every day and makes us increase our stress levels which basically is a result of feeling alien in our very own environment (Laegaard & Bindslev, 2006). McPheat (2010) states that this is the final stage of the social awareness skill in that after understanding how the people around us feel in a certain way and the organizational structure within which they work, it’s upon us to now provide solutions, suggestions and opinions to these people on how they can tackle the issues they are facing. This could be with or without their contribution but it’s advisable to include them in coming up with possible scenarios of the issues and the possible ways of tackling them so that they are able to implement it with a good effort. Victoroff and Boyatzis (2012) mentions that 24 predicting, embracing and delivering just to the expectations of clients or customers form service orientation. It’s important that whatever organization structure is in place, it important that top management in the organization invests maximum in terms of ensuring the total inclusion of every member of the organization from the top most to the lowest person in the organization is a must so that a maximum returns and commitment is accorded by the employees and these could be by encouraging team work, proper reward systems, constant meetings with staff, creating a shared image of tasks in teams, brain storming, clear SOPs and open criticism and healthy conflicts (Laegaard and Bindslev, 2006). In relation to employee performance, the impact of social awareness depends on the length of time that the people involved have for interaction in order to have better understanding of who they are dealing with, how they ought to approach specific situations or people, trend analysis and so on hence the more time spent on process orientation the better and improved employee performance otherwise relationship is bound to be task oriented (Victoroff & Boyatzis, 2012). It was argued that, when effectively leveraged, past performance can lead to greater influence over one’s constituents and work environment (Treadway, Breland, Williams, Cho, Yang & Ferris, 2013). High performance is perceived to only exist among employees or persons with very high social connections among the fellow employees of colleagues they work with as compared to the very quiet and the so called anti-social groups and this is widely believed to be due to the ability for these socially aware to seek for advice about issues concerning their jobs from knowledgeable colleagues and are also motivated and look forward to going to work every day and socialize with colleagues hence boosting their very own performance as compared to the anti-social colleagues (Treadway et al, 2013). It’s believed that for performance enhancement among organizational employees, management must improve their ways of dealing with feedback delivery among the different staff and factors such as age, timing, mode of communication and then the content of feedback is paramount for example when giving feedback supervisors don’t need to only dwell on the mistakes and gaps but also the achievements, for mistakes people need to be called aside and considerate manner of feedback delivery needs to be 25 used for the older people and quality of feedback for the younger generation needs to be considered to improve general performance within the organization (Wang, Burlacu, Truxillo, Keith and Yao, 2015). Wang et al (2015) states that supervisors can improve employee performance by encouraging moderate helping behaviors to towards colleagues at work and by doing so they are likely to improve the working relationships amongst themselves and creating a working environment where staff are free to talk to each other and consult about work related issues amongst themselves thus boosting performance but this has to be carefully monitored to ensure that there isn’t over reliance by some staff on the helping staff which could kill the performance thus working against its primary purpose. Effective leadership helps to sustain relations at work place and guide the performance of others by holding them accountable. Leaders spread out the energy by exhibiting emotions which are contagious and more positive, co-operative and helpful culture prevail which represents high performance (Batchman, 1988; in Shahzad et al, 2011). The ever changing trend due to globalization has fashion up the business environment and effective change management is crucial while developing relationships in business. To make subordinates work more effective and their performance to become better, leader’s competency in catalyzing change and building relations affects a lot (Shahzad et al, 2011) According to Manmohan (2013), employees join organizations with prior set of skills, knowledge, experience and ideas but then its only wise to train them on how do their work better in different organizations since every organization has unique ways of doing things and policies, rules and objective do differ and this initial training is internal and training and development is not limited to only joining staff but even existing employees need it since technology is constantly changing, distribution channels are increasing, market completion is for real and so many more and supervisors are tasked with the duty of ensuring that this is organized in case they are not in position to do training and developing employee’s themselves. Hogan (2014) further states that creating this kind of environment entails several activities such as sharing goals, effective communication, delegation, trusting team members, encouraging participative contribution of ideas and constantly supporting and mentoring the team. Employees with improved relationship management are able to turn around poor performance into a desired one through their wide and positive influence on management, followers and all stake holders which then empowers them to have all the necessary resources at their disposal to enhance their output (Victoroff & Boyatzis, 2012). The more senior or more experienced staff and colleagues are in better position to guide, orient, direct and pull their juniors to do the right things in particular fields that the new entrants are trying to pursue. Moreover, even teams become more functional and performed well when it’s comprised of people with high relationship management because they understand on how to associate with peers besides give advantages from different knowledge, skills and abilities.
2.1.4	PERFORMANCE EXECUTION AND EMPLOYER-EMPLOYEE INTERACTIONS
Performance execution contains both managerial and individual responsibilities. Managers are responsible for creating conditions that motivate the employee, eliminating performance problems, providing development opportunities, and reinforcing effective behavior. For example, it is the manager’s responsibility to create a work environment where all employees can be recognized and fairly rewarded for their performance. Managers must also be aware of society’s stereotypes and biases which can negatively impact some of their employees’ self-esteem and performance. Research by Gibson, Harris, and Mick (2007) shows that while all respondents possessed entrepreneurial attitudes, female subjects’ entrepreneurial attitude scores were weaker in the categories of achievement, personal control of outcomes, innovation, and perceived self-esteem. Managers must do what they can to help their employees have high self-esteem by consistently recognizing their work and setting performance goals. While more women are successfully climbing the ranks of entrepreneurs in the developed economies, it should also be noted that they also fail at a higher rate than their male counterparts (Gibson, Harris, & Mick, 2007). So, managers should be cognizant of the fact that women, minorities and certain employees might be facing specific barriers or challenges that are unique only to them and must eliminate these issues if they are to be a great performer toward departmental and organizational goals. Of course, the individual in the performance appraisal process is also responsible for achieving the stated objectives, soliciting feedback and coaching, open communication, collecting and sharing data as well as preparing for the actual review (Grote, 2002). Eliminating performance problems and reinforcing effective behavior are both part of the communication process where managers provide feedback to employees regarding their performance. Feedback can be either positive recognition for a job well done such as “thanks” and other forms of appreciation, or it can be negative to identify and correct poor performance. In a comprehensive performance management program, the frontline manager or supervisor tends to be more “hands on” and participative with employees in today’s business. As such, supervisors tend to play more of a coaching role to include directing, facilitating and counseling their employees. The supervisor then, is the most likely person to be involved in and provide feedback for employee development to include evaluation and performance feedback. A performance evaluation system, which should be an integrative part of a comprehensive performance management program, is as a process that involves continuous feedback as it relates to an employee’s performance and where he or she fits within the organization, goal alignment, contributions that he or she has made, and goal setting for areas of improvement. Employees should be given objectives, clear expectations and a depiction of how they will be evaluated related to their performance. These expectations must be clear and specific with measurable goals tied to the goals of the organization (Nance-Nash, 2006). Evaluation programs that are developed with direct input from employees, supervisors and/or managers tend to be the best, most successful systems (Fiorenza, 2007).
2.1.5	THE FEEDBACK PROCESS BETWEEN MANAGERS AND EMPLOYEES
Peter McLaughlin (2007) declared that “...feedback conversations are essential. They force you to face reality, confront the problems that are causing your team to under-perform, and rise out of the swampland to a higher level of productivity – and a more enjoyable work environment.” McLaughlin gives seven tips on how to make feedback effective: 1) ask permission to give feedback, 2) set a tone of energy and optimism, 3) focus on specifics, 4) show appreciation and say thank you, 5) confront non-performance, 6) remember it is a dialogue, not a monologue, and 7) encourage and energize. Feedback can be defined as the exchange of information about the status and quality of work products. Feedback provides a roadmap to success which can be used to motivate, support, direct, correct, and regulate work efforts and outcomes to ensure managers and employees are in agreement on the standards and expectations of the work to be performed (Lee, 2006). Regular dialogue between a supervisor and an employee about work performance can have a positive impact toward improving both work performance as well as employee morale (Ritter et al., 2002). Some employees, unfortunately, tend to view the performance appraisal process as a verdict or judgment of their performance. When managers provide feedback as an ongoing exchange of information, employees are more inclined to be participative in the evaluation process and receptive to the feedback. Although feedback should be primarily given as close to the time of actual performance as possible, the appraisal process requires feedback must also be given at very specific intervals throughout the year. Problems tend to surface earlier and corrections are made sooner in these more frequent sessions. Immediate feedback provides the employee informal performance information while directing future performance and/or behavior. These informal sessions allow a continuous channel of communication which is used to manage, regulate and improve employee performance. A more formal setting, such as regularly scheduled “one on ones” (meetings between the manager and his/her employee), helps to assure consistent feedback is provided throughout the appraisal period. In addition, consistent “one on ones” help guide and improve employee performance. These sessions should promote open, two-way communication with managers soliciting feedback from the employee in an attempt to uncover potential obstacles that may be hindering performance. Managers should get in the habit of documenting one on ones, giving themselves another effective tool to review for the actual formal (or annual) performance appraisal. Feedback can become a more effective part of the reviewing process by simply moving forward, embracing change and looking into the future. Supervisors should talk specifically about how employees need to improve rather than blaming, thus giving goals of continuous improvement for the employee to work towards. When giving feedback it is the manager’s responsibility to set up the meeting in such a way that puts the employee at ease. Also, managers should remain free from distractions and able to listen. Listening promotes calmness in the other person allowing the employee to be more receptive and open to the feedback that is being offered. Open-ended questions are helpful in maintaining the right structure for the conversation. “The true benefit of feedback comes from creating opportunities for continuous growth, learning and improvement…on both sides” (Gunn et al., 2005). Steelman et al., (2004) found that employees are most motivated to alter or change their job performance when negative or unfavorable feedback is “from a credible source, is of high quality or is delivered in a considerate and constructive manner.” Their research also suggests that recipients will be more responsive and inclined to modify their behavior when supervisors are aware of how they deliver feedback, asking themselves; was it quality feedback, and was it delivered in a considerate manner?
2.2 Theoretical Framework 
This part of the research study focuses on reviewing and discussing the relevant and appropriate theories on emotionalintelligence that were used in the research study. It involve the analysis of theories relevant to the research problem in order to provide a logical explanation with testable models that explain relationship between a set of phenomena capable of predicting future occurrences of the same kind. 
2.2.1 Ability Model of Emotional Intelligence
This model was established by Salovey and Mayer. They established that a person had to be evaluated in four separate, but interrelated abilities in order to determine their overall emotional quotient (EQ). These abilities are:
iPerceive emotions: this involves understanding nonverbal signals as well as verbal.
ii Reasoning with emotions: using the previous step to promote thinking and cognitive activity. This means using emotions to solve a problem or review a situation. This helps prioritize our attention process and react accordingly. This also helps our creative process and it’s linked well with different types of therapy, including art therapy.
iii Understanding emotions: Our emotions are very complex, they carry a wide variety of meanings that help us to understand the emotional state of the other person and why it has happened. Emotions have different shades and interact with each other all the time. Each emotion has its own pattern of possible messages and actions.  For example, if someone is angry the other person can deduct what might be happening and why the person acted how they acted. Therefore, consider the example below and how important this analysis is to understanding emotions.
iv Managing Emotions: This ability is very important since it involves regulating emotions, responding appropriately as well as responding correctly to others emotions. These authors established that a person may want to remain open to emotional signals as long as they are not too painful, however, they block out those that are overwhelming. This construct is measured through the Mayer-Salovey-Caruso Emotional Intelligence Test (MSCEIT). It is based on emotion-based problem-solving items and measures the four abilities previously mentioned.
2.2.2 Mixed Model of Emotional Intelligence
This model is based on Daniel Goleman 25 emotional intelligence characteristics, which include everything from emotional self-awareness to such diverse qualities as teamwork and collaboration, service orientation, initiative, and achievement motivation. It is called a mixed model because it mixes together emotional intelligence qualities with other personality traits unrelated to either emotion or intelligence. This model is based on five categories each with emotional competencies. Emotional competencies are learned capabilities that must be worked on and can be developed to achieve an outstanding performance.
i Self-awareness: the ability to recognize an emotion as its happening to us is key. We have tune ourselves to evaluate what we feel and how to manage it. 
ii. Self-regulation: We might think we have little control over what we feel, however, negative emotions can be appeased by different self-regulating techniques, such as walking, meditation, prayer, etc. To self-regulate properly you need, Self-control of impulsive behaviors, trustworthiness, innovation, adaptability, and conscientiousness.
iii Motivation: this ability has to start off with a set of clear goals. Positive thinking is key in this category, so it’s important to put into practice being more positive, by reframing negative thoughts. This ability is made of initiative, commitment, and achievement drive.
iv. Empathy: Emotional contagion and mirror neurons play a big part in empathy. To be capable of discerning other people’s emotions and needs you will need understanding others:
· Political awareness. Being capable of reading a room for power relationships and emotional course
· Service orientation. Being capable of anticipating others needs
· Developing others. After knowing their needs, helping them boost their qualities.
· Leveraging diversity. Building relationships with others different from yourself.
v. Social Skills: Being able to relate yourself to others is important and for that you need:
· Team capabilities
· Collaboration and cooperation
· Influence
· Communication
· Conflict management
· Building bonds
This model measures EQ with the Emotional Competency Inventory developed by Goleman as well as the Emotional Intelligence Appraisal which can be taken as a self-report. 
2.2.3 Trait Model of Emotional intelligence
This is one of the most recent models published in 2009 by Petrides and his colleagues. It breaks away from the previously mentioned emotional intelligence as an ability-based construct and establishes that people have as part of their personality, emotional traits or emotional self-perceptions. Basically, from this model, emotional intelligence is seen as an individual’s self-perceptions of their emotional abilities, including behavioral and self-perceived abilities. An alternative label for the same construct is trait emotional self-efficacy. These traits aren’t measured in the scientific sense but are instead measured by the respondents self-report. Of course, this assumes that the respondent is able to accurately describe his or her own traits. This is measured through the TEIQue (Trait Emotional Questionnaire). It’s important to note that this model can only be viewed in conjunction with a comprehensive exploration of a person’s personality.
2.2.4 Adopted Theory
This study was anchored on mixed model of emotional intelligence, having being considered the most appropriate after the review of ability model, trait model etc. Mixed model was chosen as the most appropriate because, Daniel Goleman model measures emotional quotient (EQ) (self-awareness, self-regulation, motivation, empathy, and social skills) with the emotional competency (communication, service orientation, adaptability, team capabilities and so on) as well as the emotional intelligence appraisal, which majorly determine the job execution of employees towards the organizational goals.
2.3 Empirical Review
Afolabi, Awosola & Omole (2010) studied the influence of emotional intelligence and gender on job performance and satisfaction among Nigeria Police. The research employed 2x2 factorial designs and as well as multiple regressions to test the hypotheses of the study 119 public officers were randomly selected from Esan command in Edo State. The results show those police officers who have low emotional intelligence performed poorly and those with high emotional intelligence performed excellently and they are satisfied with their jobs. Jorfi, Jorfi, & Moghadam (2010) in their study on the impact of emotional intelligence on performance  of employees in educational sector in Iran. The studies employed both primary and secondary method of collecting data, 155 respondents were selected for the study. The data of the study were analyzed by using descriptive statistics t - test and correlations. The findings of the study indicate that emotional intelligence has a positive impact on the performance level of the managers and employees in educational institutions in Iran. Jimoh, Raji & Oyeniran (2012) examined the influence of leadership styles and emotional intelligence on job performance in Local Government workers in Osun State Nigeria. The result of the study revealed that all independent variables, sex, age, marital status, academic qualification, length of service, emotional intelligence and leadership styles when combined significantly predicts job performance. The results further revealed that there is a significant relationship between emotional intelligence and job performance of workers. It was found that two dimensions appraisal obtained showed that transactional leadership was significant on job performance. Agbor, Ebeh, Nwankwo & Agu (2014) assessed the influence of emotional intelligence and gender on job satisfaction among Local Government employees in Imo State Nigeria. A cross-sectional survey design was adopted while 2 ways ANOVA on SPSS Version 17 was used to analyze the data collected. Results of the study showed that emotional intelligence had a significant influence on job satisfaction. The study of Olannye (2014) investigated the effect of emotional intelligence on leadership performance in Local Government Administration in Delta State South - South Nigeria. A survey research designed method was employed with participants of 130 staff, stratified the top and multiple regression analysis was used as the major analytical tools. The findings revealed that self - awareness as a dimension of emotional intelligence exhibited the strongest direct effect on the leadership performance in the Local Government Administration, which indicates that self -awareness is important psychological insight and key to self-control that encourages emotional intelligence. Rahim (2010) carried out an analytical study of Pakistan banks n emotional intelligence and stress. The objective of the study was to assess the relationship of emotional intelligence competencies and stress among the bank employees who work under stressful conditions. The study used random sample of 630 employees from 23 different banks in Pakistan. The instrument used for data collection was emotional and social competency inventory (ESCI), and stress questionnaires developed by the investigator. Statistics used for data analysis were mean and multiple regressions. The study had the following findings;
i Emotional intelligence competencies have positive and strong impact on stress.
ii Emotional intelligent managers can control the level of stress among employees.
Shahzad, Sarmad, Abbas and Khan (2011) conducted a study on the impact of emotional intelligence on employee’s performance in telecom sector of Pakistan. The objective of the study was to explore the underling mechanism that links emotional intelligence employee performance at work place. The study adopted random sample of 118 employees made up of call Centre agents, business development officers and team leaders who were focused towards customers’ orientation. The participants were drawn from five telecom companies in Pakistan. The instrument for the study was emotional intelligence and employee’s performance questionnaire. Descriptive statistics (frequency distribution), correlation matrix and regression analysis were used to analyzed data collected. The findings from the study include;
i The correlating matrix indicates that self-awareness is significantly correlated with employee’s performance but as per regression analyses; it is a weak predictor of employee’s performance.
ii Correlation matrix indicates a significant relationship between social awareness and employee’s performance, and it is a strong determinant of employee’s performance with regression analysis.
iii Relationship management is significantly correlated with employee’s performance, and it is a strong determinant of employee’s performance. Kulkanni, Janakiram and Kumar (2009) investigated emotional intelligence and employee performance as an indicator for promotion in automobile industry in the city of Belgaum, Karnataka, India. The objectives of the study were;
i to understand the level of performance of the managers and supervisors,
ii to understand the level of emotional intelligence of managers
iii to study one impact of emotional intelligence on the level of performance and their ability to take higher level of jobs in the organization. The researcher adopted random sample of 125 employees made up of managers and supervisors working in the automobile retailer. The instrument used for data collection was emotional intelligence questionnaire. The data collected for the study was analyzed using descriptive statistics, t-test and correlation. The findings from the study are as follows;
i The managers and supervisors show lower level of performance in the organization;
ii The managers show lower level of emotional intelligence in key areas that is achievement driven, team building, flexibility and adaptability which are factors very much crucial for the job. The supervisors show a lower level of emotional intelligence on the job.
iii The managers and supervisors are not able to meet the expected level of performance on the job as they are not able to manage their emotions. Hayward (2005) investigated the relationship between employee performance, leadership and emotional intelligence in a South African parastatals organization. The objective of the study was to examine the relationship between employee performance, leadership and emotional intelligence. The study used random sample of 960 employees comprising 160 leaders and 800 supervisors. The instruments for the study were emotional competency profiler (ECP), multifactor leadership questionnaire (MLQ) and parastatals performance appraisal process. Data collected were subjected to descriptive statistics, regression analysis and analysis of variance (ANOVA). The findings of the studies are as follows:
i There exist linear relationship between employee performance and an emotional intelligent transactional leader. 
ii A significant linear relationship does not exist between employee performance and an emotionally intelligent, transformational leader.
iii There exist relatively weak, but significant, positive linear relationship between emotional intelligence and transactional leadership.
iv There is a very significant positive linear relationship between emotional intelligence and transformational leadership.
2.4 Research Gap 
There have been some areas of differences and similarities in respect to the reviewed past studies. The differences include the fact that the previous studies determined emotional intelligence on job performance, leadership style, leadership performance and employee performance while the present study investigated emotional intelligence in relation to job execution of employees. Also, most of the past studies were carried out outside the present study area which include Edo state, Delta state, Osun state, Nigeria and other countries such as Iran, Pakistan and India among others. This is the gap the present study wants to cover by investigating effect of emotional intelligence on employee job execution which would be streamlined to First bank, United Bank for Africa and Access Bank in Ilorin, which is different from the previous studies highlighted in this study.  This study would also be delimited to population of 93 banks employees which was adopted as the sample size as a result of small staff capacity in the respective banks selected. This study is imperative to be carried out in the present locality due to the stress and pressure involved in banking sector which necessitates the need for high level of emotional intelligence among the employees to execute their duties as expected in the selected banks.
2.5 Overview of Case Study 
This chapter covered the effect of emotional intelligence on employee’s job execution in an organization research questions. Literature was examined on the effect of self-awareness on employee performance, the part looked at the effect of self-management on employee performance, the part reviewed the effect of social awareness,the effect of relationship management on employee performance and theoretical framework,lastly empirical review, was also reviewed. Chapter three will outline the research methodology, steps that will be used to gather necessary data for this research and the data analysis tools. Whereas Chapter four presents study findings and the last chapter of the research, chapter five presents the discussion, conclusions and the recommendations for further consideration for future research on this subject.



























CHAPTER THREE
METHODOLOGY
3.1 Introduction	
This chapter presents the procedures that were employed to collect data relevant to the objective of this study. This was be done under the following sub-headings:  research design, population of the study, sample size and sampling techniques, sources of data, research instrument, validity and reliability of the instrument, procedures for data collection, method of data analysis and model specification. 
3.2 Research Design
This study adopted a descriptive research design which involve eliciting of effect of emotional intelligence on employees’ job performance in some selected banks in Ilorin. GTB branch. This design was adopted because it has the advantage of using questionnaires and also a reasonable solution was professed to the earlier research problems. According to Orodho (2005) descriptive survey design is a method of collecting information by interviewing or administering a questionnaire to sampled respondents. This design is considered appropriate for this study since the opportunity to make generalization based on the information collected from the sample respondents would be possible.
3.3 Population of the Study
Adeniyi (2011) sees population as the total number of large habitations of people in one geographical area, for example, the population of a country. The targeted populations for this study are the employees in Ilorin banking sector which comprises of Three (3) selected branch namely; GTB branch {Tanke road, Ilorin}, {Unilorin road, Ilorin} and {Unity road, Ilorin} with the population of ninety three (93) employees in all the selected branch. 
Table 3.1 The population of each respective banks are shown below: 
	Banks
	Population

	Tanke branch 
	40

	Unilorin branch 
	27

	Unity branch 
	26

	Total
	93


Source: Field Survey, 2025.
3.4 Sample and Sampling Techniques
This study focused on the employees of the selected branch such GTB branch {Tanke road, Ilorin}, {Unilorin road, Ilorin} and {Unity road, Ilorin}. A simple random technique was used to enable the member of the population to have equal chance of selection. The sample size of the population is 93.The population size was adopted as the sample size due to a small population in the selected banks. However, questionnaires were administered based on the sample size. The questionnaires were personally served by the researcher as at the time of carrying out the research.
3.5 Research Instruments
A self-structured questionnaire developed by the researcher was used as an instrument to elicit information from the respondents which would be titled ‘Effect of Emotional Intelligence on Employees’ Job Performance Questionnaire (EEIEJPQ). The questionnaire would be divided into two sections A and B. Section A contains personal data of the respondents while section B contains 15 items that are needed to answer the research questions and validate the hypotheses raised in this study. The questionnaire was a closed-ended type in which response was limited based on five Likert type scale which ranges as follow: Strongly Agreed, Agreed, Undecided, Disagreed and Strongly Disagreed. The items are placed on a 5-point rating scale of strongly agreed (SA), agreed (A), Undecided (U), disagreed (D), and strongly disagreed (SD). The items were scored as follows: SA = (5), A = (4), U= (3), D = (2), SD = (1).
3.6 Method of Data Collection
The two method of data collection for this study are: primary source and secondary sources. Primary source of data collection entails the use of questionnaires in gathering information from the selected sample. It is data obtained from original source and the instrument used for the collection of primary data is mainly questionnaire. Secondary source are the available data gathered for the use of solving related problems in research work. Secondary source that were used are publication, textbooks, journal, reports, newspaper and internet.
3.7 Method of Data Analysis
Data collected for this study were analysed using frequency counts and percentages to analyse demographic information of the respondents and the research questions raised.  The formulated hypotheses raised in this study were tested using multiple regression at 0.05 level of significance. The data were analysed with the aid of Statistical Package for Social Sciences SPSS V21.0.
3.8 Validity and Reliability of the Instrument 
The validity of the instrument is described by Ashaolu (2001) as the extent to which a measuring instrument measures, and how well it does so. For the validity of the research instrument, the face content validity methods was adopted. Using the face validity method, the researcher seeks the opinions of an expert (the supervisor) in the field to assure the intended measurement. The instrument was tested for reliability using test-retest method by administering sample of questionnaires on selected respondents from the banks. The instrument was administered twice within an interval of two weeks. The reliability coefficient of 0.64r was derived using Pearson Product Moment Correlation Coefficient to correlate result obtained from the two administrations




CHAPTER FOUR 
RESULTS AND FINDINGS
4.1	Introduction
This chapter focused on presentation and analysis of data collected from the respondents, its analysis and the interpretation of the results by making deduction from the data collected. The analysis is done with the aid of percentage and information obtained is presented in tabulated format. A summary of the major findings of this study is presented in line with the stated objectives.
4.2	Presentation of Data
Table 4.1: Distribution of Respondents by Gender
	Response
	Frequency
	Percentages%

	Male
	56
	60.2

	Female
	37
	39.8

	Total
	93
	100.0


Source: Field Survey, 2025
Table 4.1 shows the distribution of respondents by gender that 56(60.2%) of the respondents were male, and 37 (39.8%) of the respondents were female. The result indicates that majority of the respondents sampled were males. This simply means that male employees are believed me more confident, more efficient because of their energetic nature, manage job stress well and are more stable emotionally than their female counterparts.
Table 4.2: Distribution of Respondents by Age Range
	Response
	Frequency
	Percentages%

	20-30 Years
	25
	26.9

	31-40 Years
	41
	44.1

	41-50 Years 
	27
	29.0

	Total
	93
	100.0


Source: Field Survey, 2025
Table 4.2 shows the age distribution of the respondents that 25(26.9%) of the respondents were in the age range 20-30 years, 41(44.1%) of the respondents were in the age range 31-40 years and 27(29.0%) of the respondents were 41-50 years. The results showed that most respondents (44.1%) are in the age bracket 31-40 years. This simply implies that employees within the age range 31-40 years are still young, productive, committed and tend to manage job stress because they are still in their mid-youth stage.
Table 4.3: Distribution of Respondents by Job Designation 
	Response
	Frequency
	Percentages%

	Senior Staff 
	35
	37.6

	Junior Staff 
	58
	62.4

	Total
	93
	100.0


Source: Field Survey, 2025
Table 4.3 shows the distribution of respondents by marital status whereby 35(37.6%) of the respondents were senior staff, and 58 (62.4%) of the respondents were junior staff. The result brings to the height that majority of the respondents sampled were junior staff. The implication of this is that operational capacity of any organization is vested in the junior colleague while the senior staff do more strategic and supervisory function. 
Table 4.4: Distribution of Respondents by Qualification
	Response
	Frequency
	Percentages%

	SSCE
	14
	15.1

	OND
	39
	41.9

	HND/Degree
	13
	14.0	

	Masters
	27
	29.0

	Total
	93
	100.0


Source: Field Survey, 2025
Table 4.4 shows the distribution of respondents by department in which 14(15.1%) of the respondents were school certificate holders, 39(41.9%) of the respondents were in ND holders while 13(14.0%) of the respondents were HND/Degree as their qualification and 27(29.0%) of the respondents were having Master’s Degree. The result shows that majority of the respondents sampled were National Diploma holders. This might be as a result of banks’ culture of reducing expenses on salary by having more of those that has lower qualification to run some operations to reduce operational cost. 
Table 4.5: Distribution of Respondents by Length of Service 
	Length of Service
	Frequency
	Percentages%

	0-5 years
	31
	33.3

	6-10 years
	29
	31.1

	11-15 years
	9
	9.7

	16-20 years
	17
	18.3

	21 years and above
	7
	7.5

	Total
	93
	100.0


Source: Field Survey, 2025
Table 4.5 shows that out of 93 respondents sampled, 31 (6.5%) of them have 0-5 years length of service, 6-10 years, those with 6-10 years were 29 (39.1%), 9 (9.7%) of the respondents were having 11-15 years, 17 (18.3%) of them were 16-20 years and 7 (7.5%) had 21 years and above length of service. This implies that majority of the respondents have 0-5 years length of service which implies that banks this days recruits frequently and use mostly casual workers to reduce who have no job security. 
Table 4.6: Distribution of Respondents by Department/Unit
	Response
	Frequency
	Percentages%

	Auditing
	14
	15.1

	Operation
	39
	41.9

	Marketing
	13
	14.0	

	Accounting
	27
	29.0

	Total
	93
	100.0


Source: Field Survey, 2025
Table 4.6 shows the distribution of respondents by department in which 14(15.1%) of the respondents were in auditing department, 39(41.9%) of the respondents were in operation while 13(14.0%) of the respondents were in marketing and 27(29.0%) of the respondents were in accounting. The result shows that majority of the respondents sampled were in operation department. This is because operations form the basis for which the core part of any firm lies and it is in this operation that more of the stress in the bank occur which requires high level of emotional intelligence. 
Table 4.7: In my organization, developing courage towards achieving a task creates zeal towards success.
	Response
	Frequency
	Percentages%

	Strongly Disagree
	6
	6.5

	Disagree
	13
	14.0

	Undecided
	15
	16.1

	Agree
	22
	23.7

	Strongly Agree
	37
	39.8

	Total
	93
	100.0


Source: Field Survey, 2025
Table 4.7 shows that 6(6.5%) of the respondents strongly disagreed, 13(14.0%) of the respondents disagreed while there were undecided response from 15(16.1%) of the respondents, 22(23.7%)   of them agreed and 37(39.8%) of the respondents strongly agreed with the statement that developing courage towards achieving a task creates zeal towards success. This shows that most employees who can endeavor to develop courage towards achieving a particular task automatically create zeal towards a subsequent success.
Table 4.8: In my organization, the feeling of being able to accomplish so many things enhances the enthusiasm to perform better.
	Response
	Frequency
	Percentages%

	Strongly Disagree
	17
	18.3

	Disagree
	41
	44.1

	Agree
	11
	11.8

	Strongly Agree
	24
	25.8

	Total
	93
	100.0


Source: Field Survey, 2025
Table 4.8 indicated that 17(17.6%) of the respondents strongly disagreed, 41(44.1%) of the respondents disagreed, 11(11.8%) of the respondents agreed and 24(25.8%) of them strongly agreed with the statement that the feeling of being able to accomplish so many things enhances the enthusiasm to perform better in the workplace. This is a strong indication that majority of the respondents were of the view that the feeling of being able to accomplish so many things enhances the enthusiasm to perform better in a workplace. This implies that when employees are able to accomplish their goals effectively which are in line with their work, it generates inner enthusiasms for them and they feel the need to perform better in their workplace.
Table 4.9: In this workplace, self-confidence to perform tasks enhances employees to perform in discharging their responsibilities.
	Response
	Frequency
	Percentages%

	Strongly Disagree
	8
	8.6

	Disagree
	4
	4.3

	Undecided
	17
	18.3

	Agree
	43
	46.2

	Strongly Agree
	21
	22.6

	Total
	93
	100.0


Source: Field Survey, 2025
Table 4.9 shows that, 8 (8.6%) of the respondents were strongly disagreed, 4 (4.3%) of the respondents disagreed while 17(18.3%) of the respondents could not decide, 43 (46.2%) of them agreed and 21(22.6%) of them strongly agreed that self-confidence to perform tasks enhances employees to perform in discharging their responsibilities. In line with opinion of the majority, this brings to the height that self-confidence to perform tasks enables employees to discharging their responsibilities, thereby putting their best towards achieving a particular task.
Table 4.10: In my organization, with high self-confidence one discharges his/her duties effectively.
	Response
	Frequency
	Percentages%

	Strongly Disagree
	6
	6.5

	Disagree
	12
	12.9

	Agree
	41
	44.1

	Strongly Agree
	34
	36.6

	Total
	93
	100.0


Source: Field Survey, 2025
Table 4.10 shows that 6(6.5%) of the respondents strongly disagreed, 12(12.9%) of the respondents disagreed while 41(44.1%) of them agreed and 34(36.6%) of the respondents strongly agreed with the statement that an employee with high self-confidence tends to discharge their duties effectively. This is a strong indication that majority of the opinion support that employees with high self-confidence tend to discharge their duties effectively.  This establishes that an employee who is highly confident has a heightened overall zeal to be absolutely effective in discharging their duties. 
Table 4.11: Confident employees use their conceptual skills effectively for finding solutions to their tasks.
	Response
	Frequency
	Percentages%

	Strongly Disagree
	8
	8.6

	Disagree
	3
	3.2

	Undecided
	9
	9.7

	Agree
	73
	78.5

	Total
	93
	100.0


Source: Field Survey, 2025
Table 4.11 shows that 8(8.6%) of the respondents strongly disagreed, 3(3.2%) of the respondents disagreed while 9(9.7%) of them were undecided and 73(78.5%) of the respondents agreed with the statement that confident employees use their conceptual skills effectively for finding solutions to their tasks. This is a pointer to the fact that when employees are totally confident, they easily put in their conceptual skills and subsequently use these skills to find solutions to any job or task allocated to them with undivided mind.
Table 4.12: In my organization, performance evaluation of one‘s actions enhances an employee to improve on his performance.
	Response
	Frequency
	Percentages%

	Disagree
	29
	31.2

	Agree
	29
	31.2

	Strongly Agree
	35
	37.6

	Total
	93
	100.0


Source: Field Survey, 2025
Table 4.12 shows that 29(31.2%) of the respondents disagreed, 29(31.2%) of the respondents agreed, while 35(37.6%) of them strongly agreed with the statement that performance evaluation of one‘s actions enhances an employee to improve on his performance.. This implies that it is important for employees to evaluate themselves as it will help them to see and subsequently work on their flaws which will in turn help them have more value added to their outcomes. 
Table 4.13: Management of one`s action ease an employee of the pressure that arises in the process of executing his/her task in the organization.
	Response
	Frequency
	Percentages%

	Strongly Disagree
	10
	10.8

	Disagree
	15
	16.1

	Undecided
	11
	11.8

	Strongly Agree
	57
	61.3

	Total
	93
	100.0


Source: Field Survey, 2025
Table 4.13 reveals that out of a total of 93 respondents, 10 (10.8%) of the respondents strongly disagreed, 15 (16.1%) of the respondents disagreed, 11(11.8%) were undecided and 57 (61.3%) of the respondents strongly agreed that management of one`s action ease an employee of the pressure that arises in the process of executing his/her task in the organization. From the opinion of the majority, it shows that management of one`s action ease an employee of the pressure that arises in the process of executing his/her task in the organization This implies that when employees could personally manage their actions optimally, they would be able to determine certain behavioral and cognitive strategies that will aid them to be more effective in discharging their expected duties. 

Table 4.14: In my workplace, development of self-direction helps employees to behave in a desirable ways to achieve set goals
	Response
	Frequency
	Percentages%

	Strongly Disagree
	13
	14.0

	Disagree
	19
	20.4

	Undecided
	2
	2.2

	Agree
	30
	32.3

	Strongly Agree
	29
	31.2

	Total
	93
	100.0


Source: Field Survey, 2025
Table 4.14 indicates that out of 93 respondents, 13 (14.0%) of the respondents strongly disagreed, 19 (20.4%) of the respondents disagreed while 2 (2.2%) of the respondents were undecided, 30(32.3%) agreed and 29 (31.2%) of the respondents strongly agreed that development of self-direction helps employees to behave in a desirable ways to achieve set goals. This implies that developing a self-direction helps employees to behave in a desirable way to achieve set goals. The result implies that employees must design the pattern of their action in the work place for them to stay focus towards achieving the goals even under any pressure.  
Table 4.15: Self-control in the work place enhances the employees to be more committed towards their responsibilities.  
	Response
	Frequency
	Percentages%

	Strongly Disagree
	4
	4.3

	Disagree
	34
	36.6

	Agree
	47
	50.5

	Strongly Agree
	8
	8.6

	Total
	93
	100.0


Source: Field Survey, 2025
Table 4.15 shows that 4 (4.3%) of the respondents strongly disagreed while, 34 (36.6%) of the respondents disagreed, 47 (50.5%) of the respondents agreed while 8(8.6%) respondents strongly agreed. This shows that majority of respondents supported that self-control in the work place enhances the employees to be more committed towards their responsibilities. The view of the majority implies that any employee who has the skill of self-control will have more sense of responsibilities thereby having more commitment towards work. This implies that employees must try as much as possible to develop a self-control skill so as ensure an enhanced working atmosphere which will in turn yield more productivity. 
Table 4.16: Studying circumstances in the workplace enables an employee to behave in a committed manner towards his/her task in the organization
	Response
	Frequency
	Percentages%	

	Strongly Disagree
	7
	7.5

	Undecided
	2
	2.2

	Agree
	69
	74.2

	Strongly Agree
	15
	16.1

	Total
	93
	100.0


Source: Field Survey, 2025
Table 4.16 indicates that 7 (7.5%) of the respondents strongly disagreed, 2 (2.2%) of the respondents did not decide while 69(74.2%) of the respondents agreed and 15(16.1%) of the respondents strongly agreed that studying circumstances in the workplace enables an employee to behave in a committed manner towards his/her task in the organization. This simply implies that if employees could study the environment and situation before taking actions, this would enhance them to put in their commitment into every task. 
Table 4.17: Emotional intelligence enhances employees’ attitude towards handling situations at the work place.
	Response
	Frequency
	Percentages%

	Strongly Disagree
	10
	10.8

	Disagree
	12
	12.9

	Undecided
	12
	12.9

	Agree
	17
	18.3

	Strongly Agree
	42
	45.2

	Total
	93
	100.0


Source: Field Survey, 2025
Table 4.17 reveals that out of 51 respondents, 10 (10.8%) of the respondents strongly disagreed, 12 (12.9%) of the respondents were undecided, while 12 (12.9%) of the respondents agreed, 17(18.3%) agreed and 42 (45.2%) of the respondents strongly agreed that emotional intelligence enhances employees’ attitude towards handling situations at the work place. This established that majority of the respondents were of the opinion that emotional intelligence enhances employees’ attitude towards handling situations at the work place. This implies that when employees are emotionally intelligent it will create room for them at the workplace to have an emotional stability in putting their best in achieving work task at great length as well as handling situations. 
Table 4.18: In my organization, positive emotions towards work motivates the employee to perform efficiently in carrying out their task.
	Response
	Frequency
	Percentages%

	Strongly Disagree
	7
	7.5

	Disagree
	4
	4.3

	Undecided
	4
	4.3

	Strongly Agree
	78
	83.9

	Total
	93
	100.0


Source: Field Survey, 2025
Table 4.18 indicates that 7 (7.5%) of the respondents strongly disagreed in which 4(4.3%) of the respondents disagreed and 4 (4.3%) of the respondents were undecided, meanwhile 78(83.9%) of the respondents strongly agreed that positive emotions towards work motivates the employee to perform efficiently in carrying out their task. Majority of the respondents are of the opinion that employees with positive emotions are motivated to effectively carry out their task. Their state of mind is constantly focused on achieving a set goal thereby giving enough room to be more productive at workplace. 
Table 4.19: Effective management of attitudes towards work helps employees to develop a multitasking abilities.   
	Response
	Frequency
	Percentages%

	Strongly Disagree
	18
	19.4

	Disagree
	15
	16.1

	Agree
	33
	35.5

	Strongly Agree
	27
	29.0

	Total
	93
	100.0


Source: Field Survey, 2025
Table 4.19 reveals that out of 93 respondents, 18(19.4%) of the respondents strongly disagreed, 15(16.1%) of the respondents disagreed while 33(35.5%) of the respondents agreed and 27(29.0%) of the respondents strongly agreed that effective management of attitudes towards work helps employees to develop a multitasking abilities. The implies that it is necessary for employees to effectively manage their attitudes towards work, thereby organizing every necessary things needed for the task at hand, which will enable them stay focused and more productive. 
Table 4.20: In my organization, employees would be productive when they know how to manage their emotion towards achievement of set goals and objectives.
	Response
	Frequency
	Percent

	Strongly Disagree
	20
	21.5

	Disagree
	27
	29.0

	Undecided
	15
	16.1

	Agree
	25
	26.9

	Strongly Agree
	6
	6.5

	Total
	93
	100.0


Source: Field Survey, 2025
Table 4.20 indicates that 20 (21.5%) of the respondents strongly disagreed, 27 (29.0%) of the respondents disagreed, while 15 (16.1%) of the respondents were unable to decide while 25(26.9%) agreed and 6 (6.5%) of the respondents strongly agreed. This established the fact that majority of the respondents opposed the statement that employees would be productive when they know to manage their emotion towards achieving goals and objectives.  This implies that employees’ management of emotions may not have much effect in achieving certain goals and objectives at workplace.
Table 4.21: Consciousness towards one feelings and attitudes with colleagues and superiors enhances enthusiasm to do more.   
	Response
	Frequency
	Percent

	Strongly Disagree
	6
	6.5

	Disagree
	25
	26.9

	Undecided
	5
	5.4

	Agree
	42
	45.2

	Strongly Agree
	15
	16.1

	Total
	93
	100.0


Source: Field Survey, 2025
Table 4.21 shows that out of 93 respondents 6(6.5%) of the respondents strongly disagreed, 25 (26.9%) of the respondents disagreed while 5 (5.4%) of the respondents were undecided, however, 42(45.2%) of the respondents agreed and 15(16.1%) of the respondents strongly agreed. The result is a strong indication from the majority of the respondents’ view that consciousness towards one’s feelings and attitudes with colleagues and superiors enhance enthusiasm to do more. The implication is that when employees are conscious about their feelings and attitudes at workplace, it keeps their overall emotions in check, among their colleagues, towards their superiors, thereby yielding an enhanced enthusiasm to do more and be productive at workplace.
Table 4.22: Employees’ recognition of their feelings creates a room for them to cope with 
	stress.
	Response
	Frequency
	Percent

	Strongly Disagree
	6
	6.5

	Disagree
	9
	9.7

	Undecided
	13
	14.0

	Agree
	58
	62.4

	Strongly Agree
	7
	7.5

	Total
	93
	100.0


Source: Field Survey, 2025
Table 4.22 reveals that out of 93 respondents, 6(6.5%) of the respondents strongly disagreed, 9(9.7%) of the respondents disagreed while 13(14.0%) of the respondents were undecided, of which 58(62.4%) of the respondents agreed and 7(7.5%) of the respondents strongly agreed that employees’ recognition of their feelings creates a room for them to cope with stress. This implies that employees who are able to absolutely recognize their feelings will have certain measures in creating rooms to cope with stress at workplace. It is therefore important for employees to clearly understand how they feel at all times so as to establish a stable job stress management atmosphere at workplace.
Table 4.23:	In my organization, study of one`s strength and weaknesses helps an employee to device ways to get his/her job done without much stress.
	Response
	Frequency
	Percent

	Strongly Disagree
	7
	7.5

	Disagree
	17
	18.3

	Undecided
	6
	6.5

	Agree
	21
	22.6

	Strongly Agree
	42
	45.2

	Total
	93
	100.0


Source: Field Survey, 2025
Table 4.23 reveals that out of 93 respondents, 7(7.5%) of the respondents strongly disagreed, 17(18.3%) of the respondents disagreed, 6(6.5%) of them were undecided, in which 21(22.6%) of the respondents agreed and 42(45.2%) of the respondents strongly agreed that study of one`s strength and weaknesses helps an employee to device ways to get his/her job done without much stress. This implies that majority of the respondents supported that efficiency in studying one’s strength helps employees to build on their strength and weaknesses. This implies that it is necessary for employees to efficiently be aware of themselves so as to build their strength the more and work well on their weaknesses for better productivity at workplace.
Table 4.24: Accurate self-awareness is the hallmark of superior performance in the workplace.
	Response
	Frequency
	Percent

	Strongly Disagree
	24
	25.8

	Disagree
	10
	10.8

	Undecided
	4
	4.3

	Agree
	28
	30.1

	Strongly Agree
	27
	29.0

	Total
	93
	100.0


Source: Field Survey, 2025
Table 4.24 reveals that out of 93 respondents, 24(25.8%) of the respondents strongly disagreed, 10(10.8%) of the respondents disagreed, 4(4.3%) were undecided while 28(30.1%) of the respondents agreed and 27(29.0%) of the respondents strongly agreed that accurate self-awareness is the hallmark of superior performance. This implies that accurate self-awareness is very important to employees in managing job stress and to have a superior performance at workplace. Employees who can accurately be aware of themselves have every tendency to manage job stress and have an optimum performance at work.  
Table 4.25: Self-awareness assists workers to seek for feedback and learn from their past mistakes.
	Response
	Frequency
	Percent

	Disagree
	16
	17.2

	Agree
	51
	54.8

	Strongly Agree
	26
	28.0

	Total
	93
	100.0


Source: Field Survey, 2025
Table 4.25 reveals that out of 93 respondents, 16(17.2%) of the respondents disagreed, 51(54.8%) of the respondents agreed and 26(51.0%) of the respondents strongly agreed self - awareness assists workers to seek for feedback and learn from their past mistakes This implies that majority of the respondents were of the opinion that self - awareness assists workers to seek for feedback and learn from their past mistakes. Self-awareness will assist work to seek feedback from either superiors or colleagues so as to improve wherever they do well and learn how to correct their past mistakes, thereby helping them to be more productive and manage job stress more effectively.
Table 4.26: Identification of where to work on and when to work with others in teams is ensured through self-awareness.
	Response
	Frequency
	Percent

	Disagree
	16
	17.2

	Agree
	51
	54.8

	Strongly Agree
	26
	28.0

	Total
	93
	100.0


Source: Field Survey, 2025
Table 4.26 reveals that out of 93 respondents, 16(17.2%) of the respondents disagreed, 51(54.8%) of the respondents agreed while 26(28.0%) of the respondents strongly agreed that identification of where to work on and when to work with others in teams is ensured through self-awareness. This implies that majority of the respondents were of the opinion that Identification of where to work on and when to work with others in teams is ensured through self-awareness.  The implication is that it is necessary for employees to draw out where to work on and how to be a team player with colleagues whenever the need arises. This can be achieved through a total self-awareness from the employees so as to create more conducing working environment and manage job stress at their workplace.
4.3 Test of Hypotheses 
H01: Self-confidence does not have significant effect of on employees’ job performance in an organization
Table 4.27: Model Summary
	Model Summary

	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate

	1
	.347a
	.120
	.101
	.86559


a. Predictors: (Constant), Self-confidence , feeling of accomplishment 
Table 4.27 reveals the r square value of 0.120 which indicates that 12.0% variation in employees’ employees’ job performance is explained by the independent variables (self-confidence, feeling of accomplishment) included in this model while the remaining 30.3% was variation explained by variables that are not included in this model. Therefore, this model is considered not fit as the r-square value is not close to 1. 
Table 4.28: Test of hypothesis one 
	Model
	Sum of Squares
	df
	Mean Square
	F
	Sig.

	1
	Regression
	9.213
	2
	4.607
	6.148
	.003b

	
	Residual
	67.432
	90
	.749
	
	

	
	Total
	76.645
	92
	
	
	



	a. Dependent Variable: employees’ job performance 

	b. Predictors: (Constant), Self-confidence , feeling of accomplishment


Table 4.28 shows effect of self-confidence on employees’ job performance in an organization whereby, F (df=2, 90, p=0.003) =6.148 at 0.05 level of significance which means that the independent variable is statistically significant to explain the dependent variable. The null hypothesis was rejected since the p-value of 0.003 is less than 0.05 which implies that there is significant effect of self-confidence on employees’ job performance. This is an implication that it is very necessary for employees to be courageous towards performing their task in order to attain the organizational goals. 
Table 4.29: Coefficient 
	Model
	Unstandardized Coefficients
	Standardized Coefficients
	T
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	4.661
	.339
	
	13.753
	.000

	
	Self confidence
	-.021
	.060
	-.035
	-.356
	.723

	
	feeling of accomplishment
	-.276
	.080
	-.342
	-3.438
	.001



	a. Dependent Variable: Employee job performance 


Table 4.29 indicated that self-confidence with t (B=0.035, p=0.723) = 0.356 did not have statistical significant effect while feeling of accomplishment with t (B=0.342, p=0.001) = 3.438 have significant effect on employees’ job performance at 0.05 level of significance. This implies that only feeling of accomplishment have statistical effect on employees’ performance.
Hypothesis Two
H02: Self-management does not have significant effect of on employees’ work commitment in an organization
Table 4.30: Model Summary
	Model Summary

	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate

	1
	.493a
	.243
	.226
	1.02214


a. Predictors: (Constant), self-control, self-direction
Table 4.30 reveals the r square value of 0.243 which indicates that 24.3% variation in employees’ work commitment is explained by self-control and self-direction included in this model while the remaining 75.7% was variation explained by variables that are not included in this model. Therefore, this model is considered not fit as 0.243 is not close to 1. 
Table 4.31: Testing of hypothesis two 
	ANOVAa

	Model
	Sum of Squares
	df
	Mean Square
	F
	Sig.

	1
	Regression
	30.229
	2
	15.114
	14.467
	.000b

	
	Residual
	94.029
	90
	1.045
	
	

	
	Total
	124.258
	92
	
	
	



	a. Dependent Variable: employees’ work commitment

	b. Predictors: (Constant), self-confidence, self-control


Table 4.31 shows the effect of work life balance on employees’ job satisfaction. The table indicates F (2, 90) = 15.114 with corresponding probability value 0.000, this means that the hypothesis is statistically significant which implies that the independent variable is statistically significant at 0.05 alpha level to explain the dependent variable. The null hypothesis was rejected since the p-value of 0.000 is less than 0.05 which implies that there is significant effect of self-management on employees’ work commitment.
Table 4.32: Coefficient 
	Model
	Unstandardized 
Coefficients
	Standardized Coefficients
	T
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	5.215
	.390
	
	13.379
	.000

	
	Self-confidence, 
	-.335
	.073
	-.422
	-4.573
	.000

	
	Self-control
	-.235
	.071
	-.307
	-3.322
	.001

	


a. Dependent Variable: employees’ work commitment. 
Table 4.32 indicated that self-confidence t (B=0.422; p=0.000) = 4.573 and self-control with t (B=0.307; p=0.001) = 3.322 all have significant effect on employees’ work commitment since p-value of 0.000 and 0.001 were derived respectively. This indicates that there is significant effect of self-management on employees’ work commitment.
Hypotheses Three
H03:Emotional intelligence does not have significant effect of on employees’ productivity in an organization
Table 4.33: Model Summary 
	Model
	R
	R Square
	Adjusted R
Square
	Std. Error of the
Estimate

	
	
	
	
	

	1

	.321a
	.103
	.083
	.88909



	

	a. Predictors: (Constant), emotional management, management of attitude

	b. Dependent Variable: employees’ productivity  


Table 4.33 reveals the r square value of 0.103 which indicates that 10.3% variation in employees’ productivity is explained by independent variables included in this model while the remaining 89.7% was variation explained by variables that are not included in this model. Therefore, this model is considered not fit as 0.103 is not close to 1. 
Table 4.34: Test of Hypothesis Three 
	Model
	Sum of 
Squares
	Df
	Mean 
Square
	F
	Sig.

	1
	Regression
	8.169
	2
	4.084
	5.167
	.008b

	
	Residual
	71.143
	90
	.790
	
	

	
	Total
	79.312
	92
	
	
	


a. Dependent Variable: employees’ productivity 
b. Predictors: (Constant), employees’ productivity  
Table 4.34 shows effect of emotional intelligence on employees’ productivity. The result indicates F (2, 90, p=0.008) = 5.167 which showed that the hypothesis is statistically significant. The null hypothesis was rejected since the p-value of 0.000 is less than 0.05 which implies that there is significant effect of emotional intelligence on employees’ productivity.
Table 34.5:  Coefficient 
	Model
	Unstandardized 
Coefficients
	Standardized Coefficients
	T
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	3.014
	.477
	
	6.321
	.000

	
	Emotional management  
	.047
	.079
	.062
	.594
	.554

	
	Management of attitude
	.203
	.064
	.334
	3.190
	.002


a. Dependent Variable: employees’ productivity
Table 4.35 indicates that emotional intelligence with t (B=0.062, p=0.554) = 0.594 did not have significant effect and management of attitude with t (B=0.334, p=0.002) = 3.190 have significant effect on employees’ productivity in an organization. This implies that management of attitude alone have effect on employees’ productivity in the work place.
Hypotheses Four
H04:Self-awareness does not have significant effect of on employees’ management of job stress in an organization
Table 4.36: Model Summary 
	Model
	R
	R Square
	Adjusted R
Square
	Std. Error of the
Estimate

	
	
	
	
	

	1

	.207a
	.043
	.022
	1.21067



	a. Predictors: (Constant), self-awareness, accurate self-awareness

	b. Dependent Variable: management of job stress  


Table 4.36 reveals the r square value of 0.043 which indicates that 4.3% variation in employees’ productivity is explained by independent variables included in this model while the remaining 95.7% was variation explained by variables that are not included in this model. Therefore, this model is considered not fit as 0.043 is not close to 1. 
Table 4.37: Test of Hypothesis Four 
	Model
	Sum of 
Squares
	Df
	Mean 
Square
	F
	Sig.

	1
	Regression
	5.913
	2
	2.956
	2.017
	.139b

	
	Residual
	131.915
	90
	1.466
	
	

	
	Total
	137.828
	92
	
	
	


a. Dependent Variable: management of job stress
b. Predictors: (Constant), self-awareness, acute self-awareness 
Table 4.37 shows self-awareness on employees’ on the work place. The result indicates F (2, 90, p=0.139) = 2.017 which showed that the hypothesis is not statistically significant. The null hypothesis was not rejected since the p-value of 0.139 is greater than 0.05 which implies that there is no significant effect of self-awareness on employees’ management of job stress.
Table 4.38:  Coefficient 
	Model
	Unstandardized 
Coefficients
	Standardized Coefficients
	T
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	3.014
	.477
	
	6.321
	.000

	
	Self-awareness 
	.047
	.079
	.062
	.594
	.554

	
	Acute self-awareness 
	.203
	.064
	.334
	3.190
	.002


a. Dependent Variable: management of job stress
Table 4.38 indicates that self-awareness with t (B=0.062, p=0.554) = 0.594 did not have statistical significant and management of attitude with t (B=0.334, p=0.002) = 3.190 have significant effect on employees’ productivity in an organization. This implies that management of attitude alone have effect on management of Job stress in the work place.
4.4	Discussion of Findings 
The finding of the study revealed that self-confidence does not have significant effect of on employees’ job performance in an organization.  This result is in consistence with McPheat (2010) who maintained that employees that develop confidence to constantly evaluate their feelings will be in a better position to understand how to execute their job task to enhance performance. This result corroborates with the finding of Thompson (2014) that confident people use their conceptual skills effectively for finding solutions, aim higher by setting bigger but achievable goals in the workplace. The study further revealed that self-management  have significant effect on employees’ work commitment in an organization.  The result is in line with Gerhardt, Ashenbaum and Newman (2009) states that self-management consists of a set of behavioural and cognitive strategies that assist individuals in structuring their environment, establishing self-motivation, and facilitating behaviors appropriate for obtaining performance standards. In the same vein, Gerhardt (2009) further mentions that employee improved self- management help employees to achieve self-motivation and self-direction they need to behave in desirable ways and achieve performance.  (Shahzad, 2011). Emotional intelligence have significant effect of on employees’ productivity in an organization. This study conforms to the finding of Afolabi, Awosola and Omole (2010) who found in their study that police officers who have low emotional intelligence performed poorly and those with high emotional intelligence performed excellently. Similarly, Jorfi, Jorfi and Moghadam (2010) found in their study that emotional intelligence has a positive impact on the performance level of the managers and employees in educational institutions in Iran. Self-awareness did not have significant effect of on employees’ management of job stress in an organization. This result opposes the finding of Shahzad (2011) that accurate self-assessment was the hallmark of superior performance. The result is not also in line with that Victoroff and Boyatzis (2012) who established that self- awareness enhances employees’ preference and intuition in the work place to manage stress level. 


CHAPTER FIVE
SUMMARY, CONCLUSION AND RECOMMENDATIONS
5.1	Summaryof Findings
This study examined the effect of emotional intelligence on employees’ job execution in the selected GTB branches {Tanke road, Ilorin}, {Unilorin road, Ilorin} and {Unity road, Ilorin}. This study specifically investigated the effect of self-confidence on employees’ job performance; determined the effect of self-management on employees’ work commitment; investigated the effect of emotional intelligence on employees’ productivity; and evaluated the effect of self-awareness on employees’ management of job stress.  Relevant literatures were reviewed in this study under: concept of emotional intelligence; components of emotional intelligence in an organization; effect of emotional intelligence on employees’ job execution in an organization; theoretical framework and empirical review. Descriptive of a research was employed in this study.  The population of the study includes staff of selected banks. Sample of 93 respondents participated in the study. Researcher-designed questionnaire was used an instrument of data collection and data collected were analyzed with percentages while the hypotheses were tested at 0.05 level of significance using multiple regression. 
5.2	Conclusion
In relation to the findings of this study, this shows that most employees who can endeavour to develop courage towards achieving a particular task automatically created zeal towards a subsequent success. The study added that when employees are able to accomplish their goals effectively in line with their work, it generates inner enthusiasms for them and they feel the need to perform better in their workplace. In the same vein, it was established that that self-confidence to perform tasks enables employees to discharging their responsibilities, thereby putting their best towards achieving a particular task. Similarly, the study concluded that an employee who is highly confident has a heightened overall zeal to be absolutely effective in discharging their duties. The conclusion further pointed to the fact that when employees are totally confident, they easily put in their conceptual skills and subsequently use these skills to find solutions to any job or task allocated to them with undivided mind. This emphasized that self-confidence had effect on employees’ job performance in this study. To expatiate further, it was concluded in the study that it is important for employees to evaluate themselves as it helps them subsequently work on their flaws which will in turn help them have more value added to their outcomes. Also, when employees could personally manage their actions optimally, they would be able to determine certain behavioral and cognitive strategies that will aid them to be more effective in discharging their expected duties. The study also made it known that that employees must try as much as possible to develop a self-control skill so as ensure an enhanced working atmosphere. This study also coined out that if employees could study the environment and situation before taking actions, it would enhance them to put in their commitment into every task. The study concluded that self-management influenced employees’ work commitment in an organization. Furthermore, the study concluded that when employees’ state of mind is constantly focused on achieving a set goal it will give enough room for productivity at workplace. It is concluded as well that it is necessary for employees to effectively manage their attitudes towards work, by organizing every necessary things needed for the task at hand. Also, this implies that employees’ management of emotions did not have much effect in achieving certain goals and objectives at workplace. Conclusively emotional intelligence has effect on employees’ productivity in the workplace. 
Lastly, it is established that it is necessary for employees to efficiently be aware of themselves so as to build their strength the more and work well on their weaknesses for better productivity at workplace. Also, employees who can accurately be aware of themselves have every tendency to manage job stress and have an optimum performance at work while self-awareness assisted worker to seek feedback from either superiors or colleagues so as to improve wherever they do well and learn how to correct their past mistakes. This showed that self-awareness have effect on management of job stress.
5.3 Recommendations
The following recommendations are made in line with the findings of the study:
i. Employees should learn how to be self-confident by managing their self-esteem so as to be able to discharge their duties effectively.  
ii. The management should endeavour to enlighten the employees during on the job training or pre-job training process on how to develop self-direction ability in order to maintain any pressure that comes their way in the process of executing their task.
iii. Recruitment agencies should include emotional intelligent test during the recruitment process to ensure that highly intelligent employees are employed
iv. Employees should be advised to understand themselves and consider individual difference in handling situations at workplace 
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SECTION A: DEMOGRAPHIC DATA
Instruction: Please tick () where appropriate
1.  Gender: (a)   Male (      ) (b) Female (      )
2.  Age: (a) 20-30   (    )    (b) 31-40 (    )   (c) 41-50 (    )   (d) 51-60 (   ) (e) 61 and above (    )
3.  Job Designation: (a) Senior staff   (    ) (b)Junior staff   (    )
(c) Other (specify) (                )  
  4. Qualification: (a) SSCE (    )	(b) OND	(c) HND/Degree (    )	     (d) Masters (   )
5. Length of service: (a) 0-5 years (    ) (b) 6-10 years (   ) (c) 11-15 years (d) 16-20 years (    ) (e) 21 years and above (    )
6. Department/Unit in the organization (please specify) ……………………….     
SECTION B
DOES SELF-CONFIDENCE HAVE EFFECT ON EMPLOYEES’ JOB PERFORMANCE?
Please indicate the extent to which you agree with the following statement about effect of emotional intelligence on job execution being practice in your organization where SA = Strongly Agree, A = Agree, N= Neutral, D = Disagree SD = Strongly Disagree.
Part 1
	S/no.
	Statement
	SA
	A
	U
	D
	SD

	1. 
	In my organization, developing courage towards achieving a task creates zeal towards success. 
	
	
	
	
	

	2. 
	In my organization, the feeling of being able to accomplish so many things enhances the enthusiasm to perform better.
	
	
	
	
	

	3. 
	In this workplace, self-confidence to perform tasks enhances employees to perform in discharging their responsibilities. 
	
	
	
	
	

	4. 
	In my organization, with high self-confidence one discharges his/her duties effectively.
	
	
	
	
	

	5. 
	Confident employees use their conceptual skills effectively for finding solutions to their tasks in my workplace. 
	
	
	
	
	



DOES SELF-MANAGEMENT HAVE EFFECT ON EMPLOYEES’ WORK COMMITMENT?
Please indicate the extent to which you agree with the following statement about effect of emotional intelligence on job execution being practice in your organization where SA = Strongly Agree, A = Agree, N= Neutral, D = Disagree SD = Strongly Disagree.
Part 2
	S/no
	Statement
	SA
	A
	U
	D
	SD

	1.
	In my organization, performance evaluation of one‘s actions enhances an employee to improve on his performance. 
	
	
	
	
	

	2.
	Management of one`s action eases an employee of the pressure that arises in the process of executing his/her task in the organization.
	
	
	
	
	

	3.
	In my workplace, development of self-direction helps employees to behave in a desirable ways to achieve set goals. 
	
	
	
	
	

	4.
	 Self-control in my workplace enhances the employees to be more committed towards their responsibilities.  
	
	
	
	
	

	5.
	Studying circumstances in the workplace enables an employee to behave in a committed manner towards his/her task in the organization.
	
	
	
	
	



DOES EMOTIONAL INTELLIGENCE HAVE EFFECT ON EMPLOYEES’ PRODUCTIVITY?
Please indicate the extent to which you agree with the following statement about effect of emotional intelligence on job execution being practice in your organization where SA = Strongly Agree, A = Agree, N= Neutral, D = Disagree SD = Strongly Disagree.
Part 3
	S/no
	Statement
	SA
	A
	U
	D
	SD

	      1.
	Emotional intelligence enhances employees’ attitude and ability towards handling different situations in this workplace.
	
	
	
	
	

	2.
	In my organization, positive emotions towards work motivates the employee to perform efficiently in carrying out their task.
	
	
	
	
	

	3.
	Effective management of attitudes in the workplace helps employees to develop a multitasking abilities towards job performance.   
	
	
	
	
	

	4.
	 In my organization, employees would be productive when they know how to manage their emotion towards achievement of set goals and objectives. 
	
	
	
	
	

	5.
	Consciousness towards one feelings and attitudes with colleagues and superiors enhances enthusiasm to do more.   
	
	
	
	
	




DOES SELF-AWARENESS HAVE EFFECT ON EMPLOYEES’ MANAGEMENT OF 
JOB STRESS?
Please indicate the extent to which you agree with the following statement about effect of emotional intelligence on job execution being practice in your organization where SA = Strongly Agree, A = Agree, N= Neutral, D = Disagree SD = Strongly Disagree.
Part 4
	S/no
	Statement
	SA
	A
	N
	D
	SD

	1. 
	Employees’ recognition of their feelings creates a room for them to cope with stress.
	
	
	
	
	

	2. 
	In my organization, study of one`s strength and weaknesses helps an employee to device ways to get his/her job done without much stress. 
	
	
	
	
	

	3. 
	Accurate self-awareness is the hallmark of superior performance in this workplace.
	
	
	
	
	

	4. 
	Self - awareness assists workers to seek for feedback and learn from their past mistakes.
	
	
	
	
	

	5. 
	In my organization, identification of where to work and when to work with others in teams is ensured through self-awareness.
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