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ABSTRACT
Emotional intelligence has gained increasing attention in the organizational context as it is believed to significantly influence individual behaviors and interactions within the workplace. The objectives of this research were to assess the influence of emotional intelligence variables such as self-awareness, self-management, social awareness, and relationship management on employees' job performance. The study used mixed-methods approach, quantitative surveys and qualitative interviews to obtain comprehensive insights into the topic. A sample of 40 employees from Tanzania Education Authority participated in the study. Quantitative data were collected through a structured questionnaire, while qualitative data were gathered through semi-structured interviews. The study revealed that emotional intelligence plays a crucial role in shaping job performance. Participants who exhibited higher levels of self-awareness demonstrated a better understanding of their roles and responsibilities, leading to improved performance. Effective self-management was associated with more efficient task execution and a higher level of productivity. Socially aware employees demonstrated better communication and empathy, contributing to enhanced collaboration and overall job performance. The study concludes that emotional intelligence is a significant predictor of job performance in the Tanzanian workplace. Organizations can benefit from fostering emotional intelligence skills among their employees through targeted training and development programs. 
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CHAPTER ONE

INTRODUCTION

1.1 Background to the Study 

In today's fast-paced and highly competitive organizational landscape, the retention of talented employees is a paramount challenge (Mag & Dhivya, 2020). Organizations striving to achieve ambitious goals in compressed timeframes often place significant workloads and stress on their employees, impacting job performance levels. In response to these challenges, the concept of emotional intelligence (EI) has gained prominence in human resource management. Recognizing and understanding emotions within the organizational context has become essential for contemporary managers, as emotions serve as antecedents that shape an individual's responses and attitudes toward their workplace. Extensive evidence suggests that emotional intelligence within organizations equips leaders to manage their emotions and those of their employees, ultimately fostering improved performance and enhancing employees' capacity to cope with the physiological and psychological stress prevalent in today's workplaces (Kassim, 2016).
Emotional Intelligence (EI), often defined as the ability to perceive, use, understand, manage, and handle emotions, plays a central role in this context (Kotsou et al., 2019). Individuals with high emotional intelligence can identify and navigate their own emotions and those of others. They harness emotional insights to guide their thinking and behavior, distinguish between various feelings, and appropriately label them. Moreover, they can adjust their emotions to adapt to different environments. The term "emotional intelligence" was initially coined by researchers John Mayer and Peter Salovey in 1990 but gained widespread recognition through the work of psychologist Daniel Goleman.
In the realm of organizational psychology, job performance is a critical dimension, encompassing how employees fulfill their job responsibilities, complete tasks, and exhibit behaviors in the workplace (Viswesvaran & Ones, 2017). Job performance assessments consider aspects like the quality, quantity, and efficiency of work output.
Globally, the challenge of retaining talented employees persists as organizations face intense competition, technological advancements, and shifting market dynamics. The reported problem is the increased attrition rate among skilled workers due to limited opportunities for career growth and professional development. For instance, as noted by Smith (2021), organizations across the world are struggling to keep high-performing employees engaged and committed in a rapidly changing business landscape.
In the Asian context, the problem of talent retention is compounded by factors such as intense market competition and rapid economic growth. A problem in Asia is the "brain drain" phenomenon, where skilled workers emigrate to developed countries in search of better opportunities. For instance, according to a report by Lee and Tan (2019), many Asian countries are facing the challenge of retaining top talent, as the allure of higher-paying jobs and advanced career prospects abroad can lead to a drain of skilled human resources.
Africa faces unique challenges in retaining talent, including limited resources and infrastructure development. As observed by Adeleke (2020), many African countries are confronted with the problem of a "skills mismatch," where highly educated individuals are unable to find employment that aligns with their qualifications, which can lead to job dissatisfaction and decreased productivity.
Within Tanzania, retaining talented employees is also a pertinent issue. A problem specific to Tanzania is the lack of access to quality education and training programs, limiting the skill development of the local workforce. For example, Mwakasege (2018) pointed out that the inadequate educational infrastructure in some parts of Tanzania hampers the acquisition of essential skills, making it challenging for employees to compete effectively in the job market.
Likewise, a substantial body of research has established a significant relationship between emotional intelligence and various variables, including self-awareness, self-management, social awareness, and relationship management, with job performance (Kassim, 2016; Kotsou et al., 2019; Viswesvaran & Ones, 2017). For instance, employees with higher EI tend to manage their time more efficiently, resulting in increased productivity (Utami et al., 2018). Furthermore, high-level EI is associated with interpersonal competence, effective leadership, motivation, creativity, enhanced decision-making, and social competence.

However, despite the potential of emotional intelligence to enhance job performance, certain organizations in Tanzania have reported suboptimal employee performance, casting doubt on the applicability of emotional intelligence in their specific contexts. Moreover, the concept of emotional intelligence has received limited attention among researchers in Tanzania, and comprehensive studies addressing its implications within the Tanzania Education Authority have been notably absent. This research endeavor seeks to address these gaps and provide valuable insights into the relationship between emotional intelligence and job performance in the Tanzanian workplace.
1.2 Statement of the Problem

The Tanzania Education Authority (TEA) plays a critical role in the education system of Tanzania, overseeing the implementation of policies and regulations in the education sector. To achieve its goals, TEA relies on a workforce that is competent, motivated, and capable of delivering quality services. However, there is a growing concern that job performance among TEA employees is not optimal, which could potentially affect the quality of education services provided.
One potential factor that may be influencing job performance among TEA employees is emotional intelligence (EI). EI refers to the ability to recognize and manage one's emotions, as well as the emotions of others. Evidence suggests that EI can have a significant impact on job performance, particularly in fields that require strong interpersonal skills, such as education (Kotsou et al. 2019).

Despite the potential importance of EI in improving job performance among TEA employees, there is a lack of research on this topic in Tanzania. This gap in knowledge makes it difficult to determine the extent to which EI impacts job performance among TEA employees and the potential implications for the education sector in Tanzania. Therefore, there was a need for a study that assesses the impact of EI on job performance among TEA employees to inform policy and practice in the education sector.
1.3 Research Objectives

1.3.1 General Research Objective

To determine the emotional intelligence impacts on job performance in Tanzania.
1.3.2 Specific Research Objectives

· To examine the influence of self-awareness on job performance.
· To determine the influence of self-management on job performance.

· To examine the influence of social awareness on job performance.

· To determine the influence of relationship management on job performance.
1.4 Research Questions

1.4.1 General Research Question

What is emotional intelligence impacts on job performance in Tanzania?

1.4.2 Specific Research Questions

· What is the influence of self-awareness on job performance?

· What is the influence of self-management on job performance?

· What is the influence of social awareness on job performance?

· What is the influence of relationship management on job performance?
1.5 Relevance of The Study

The findings of this study hold significant implications and potential benefits for various stakeholders, thus expanding the debate on the relevance of the study in several ways:
Enhancing Employee Performance at Tanzania Education Authority

The primary objective of this study is to provide tangible recommendations to the Tanzania Education Authority (TEA) for promoting emotional intelligence among its employees and thereby improving their job performance. In a rapidly evolving educational landscape, where the quality of education and services is of paramount importance, nurturing emotional intelligence can contribute to more effective interactions among TEA staff. Enhanced job performance among employees can translate into improved educational services and outcomes for students. As such, the study's relevance is underscored by its potential to directly impact the educational experience in Tanzania.
Guiding Future Research 

The findings of this study also serve as a valuable reference guide for future researchers interested in investigating emotional intelligence and its effects on job performance in the Tanzanian context. By building a foundation of knowledge in this area, the study opens the door for more extensive research and exploration of the subject. Subsequent studies can delve deeper into specific aspects of emotional intelligence, explore its implications in various sectors, and further refine the understanding of its role in job performance.
Policy Development

The study's outcomes have the potential to influence policy development in Tanzania, both in the public and private sectors. As policy makers seek to enhance workplace dynamics and organizational performance, the recognition of emotional intelligence as a critical factor in employee success may lead to the formulation of effective policies. For instance, policies promoting training and development programs centered on emotional intelligence could be introduced to benefit a wide range of organizations. As a result, this research can stimulate discussions among policy makers about the role of emotional intelligence in fostering a more productive and harmonious work environment.
Broader Implications for Employee Well-being

Beyond the immediate stakeholders, this study's findings resonate in the broader context of employee well-being. By emphasizing the importance of emotional intelligence in job performance, the study contributes to the ongoing debate surrounding employee happiness, job satisfaction, and work-life balance. The recognition of emotional intelligence as a key factor in job performance underscores the need for organizations to prioritize the emotional well-being of their employees, recognizing that it is not just about what employees do but how they feel in the workplace.

.

1.6 Scope of the Study

The scope of this study focused on evaluating the historical influence of emotional intelligence on job performance within the Tanzania Education Authority. Specifically, the research delved into four key aspects of emotional intelligence: self-awareness, self-management, social awareness, and relationship management. Data collection methods encompassed surveys, interviews, and a review of pertinent documentation, targeting a cross-sectional sample of employees within the organization. The study examined historical data to provide insights into the relationship between emotional intelligence and job performance within the specific context of the Tanzania Education Authority. The findings and analysis offer recommendations that can be applied to enhance employee performance and improve overall organizational effectiveness, with historical insights informing the present and future strategies of the organization.
1.7 Organization of the Study

The dissertation was organized into five distinct chapters. Chapter one provided the background information of the study. In chapter two, the literature review was presented, and in chapter three, the research methodology was outlined. Chapter four focused on presenting the findings and discussing the study's results, while chapter five offered conclusions and recommendations. Additionally, the appendices section, containing the interview guide and questionnaire, as well as the reference list, was attached at the end of the dissertation.

CHAPTER TWO

LITERATURE REVIEW

2.1 Overview

This chapter presents a review of related literature relating to the study. It contains subsections such as theoretical literature review, empirical literature review, research gap, theoretical framework and conceptual framework.
2.2 Conceptual Definitions

2.2.1 Emotional Intelligence

According to Guerra-Bustamante et al. (2019) Emotional intelligence (EI or EQ) is simply a person’s ability to not only be aware but to understand their own emotions and those of others and use that to manage how they react and respond in a social context. The concept started being used in the 90s after Goleman published the emotional intelligence book. Since then, studies continue to be done on the concept and it is often used to improve the interaction between people but it is widely used in the workplace. Empathy and self-control are usually at the center of emotional intelligence. A majority of jobs have some certain degree of frustration, whether you are a banker, lawyer or a casual laborer. And without emotional intelligence, it would all be chaos. Without even realizing or understanding it, most of the time we rely on emotional intelligence to interact with others and to deal with situations especially at work. Generally, people who have high levels of EQ, have better social relationships with people including management, colleagues as well as customers leading to not only performance improvement but satisfaction in doing what they do no matter the level of their job
2.2.2 Job Performance 

According to WalkMe Team (2022) defines job performance as how an employee fulfills their job duties and executes their required tasks. It refers to the effectiveness, quality, and efficiency of their output. Performance also contributes to our assessment of how valuable an employee is to the organization. Job performance involves factors such as quality, quantity and effectiveness of work as well as the behaviour of your employees shown in the workplace (Ashley and Thompson 2019). This study adopts WalkMe Team definition as it involves the effect of the reward system towards employee’s performance.
2.2.3 Self-awareness

Self-awareness, in the context of emotional intelligence and psychological literature, is defined as the ability of an individual to recognize and understand their own emotions, thoughts, behaviors, strengths, and limitations. It involves a deep level of introspection and self-reflection, enabling individuals to gain insight into their emotional responses, motivations, and personal characteristics (Cherry, 2021).
2.2.4 Self-management

Self-management, within the realm of emotional intelligence and personal development, is defined as an individual's capacity to effectively regulate and control their own emotions, behaviors, and impulses. It encompasses the ability to manage stress, adapt to changing situations, remain composed under pressure, and exercise self-discipline. Self-management involves setting and achieving personal and professional goals, as well as maintaining a positive outlook in the face of challenges (Goleman, 1995).
2.2.5 Social awareness (empathy)

Social awareness, often associated with empathy, is a critical component of emotional intelligence. It is defined as an individual's capacity to recognize and understand the emotions, needs, and perspectives of others. Socially aware individuals are attuned to the feelings and concerns of those around them, and they demonstrate empathy by showing genuine care and concern for others' well-being. This emotional intelligence skill enables individuals to build stronger interpersonal relationships, enhance communication, and collaborate effectively with colleagues, friends, and acquaintances (Goleman, 1995).
2.2.5 Relationship management (social skills)

Relationship management, often referred to as social skills within the framework of emotional intelligence, involves the ability to build and maintain positive and productive relationships with others. This component encompasses a range of interpersonal skills, such as effective communication, conflict resolution, teamwork, and collaboration. Individuals with strong relationship management skills can navigate social situations adeptly, inspire trust and cooperation, and foster harmonious interactions with colleagues, superiors, and subordinates. These skills are essential for effective leadership, teamwork, and maintaining healthy relationships in both personal and professional spheres (Goleman, 1995).
2.3 Theoretical Framework

2.3.1 Vroom Expectancy Theory

The Expectancy Theory, developed in 1964 by Victor H. Vroom, posits that an individual's motivation to take action is contingent upon several factors. Firstly, individuals must believe that they have the capability to achieve the goals set before them. Additionally, they must hold the belief that reaching these goals will lead to rewards. Importantly, the individual must also value these rewards. The theory asserts that the strength of one's motivation to act in a particular way depends on the strength of their expectation regarding a specific outcome, as well as the appeal or desirability of that outcome (Vroom et al., 2015).
In practical terms, when applying this theory to the private sector, particularly within organizations like the PSSSF, employee motivation can be fostered by establishing a belief that improved performance will result in positive outcomes. These outcomes may manifest as monetary rewards and performance-related incentives, opportunities for career advancement, and acknowledgment or recognition. The expectancy theory suggests that motivation, when rooted in these principles, can drive employees to undertake actions that yield the desired results, including enhanced performance and satisfaction derived from the rewards received (Vroom et al., 2015).
2.3.2 Contingency Theory (Situational Theory)
The Contingency Theory, which emerged in the mid-1960s and was developed by Fred Fiedler, is a leadership theory that underscores the pivotal role of situational factors in determining the success or failure of a leader. It contends that a leader's effectiveness is intricately linked to the specific context in which they operate (Kulkarni, 2017). While a leader's personality remains a factor, this theory places greater emphasis on the leader's background and their role (Vidal et al., 2017). The Contingency Theory posits that successful leaders should adapt their leadership style to suit the prevailing situation, suggesting that there is no one-size-fits-all approach to leadership (Araral, 2020).
This theory offers valuable insights for leaders seeking success regardless of the circumstances. However, it faces criticism for lacking in-depth analysis in specific leadership cases (Harrison, 2018). The Contingency Theory, while focusing on situational factors, may not adequately address the psychological aspects of the workforce or the organizational structure. It also falls short in considering how leadership styles may evolve over time. The theory takes into account both internal and external factors that influence a leader and their condition. Internal factors include the type of institution, team size, and inherent leadership qualities, while external factors encompass stakeholders' sentiments and the organization's societal standing. The Contingency Theory is relevant to this study as it aids researchers in comprehending how leaders and employees manage their emotions in diverse situations and how this management affects job performance (Uslu, 2019).
2.4 Empirical Analysis of Relevant Studies

2.4.1 The Influence of Self-Awareness on Job Performance

Alferaih (2022) evaluated the impact of self-awareness on job performance through self-efficacy in Saudi Arabia. The examined the mediating role of social, emotional, and work self-efficacy in the relationship between self-awareness and job performance of Saudi Arabian telecom employees. Two hundred three valid survey responses were collected from a non-probability convenience sample for the cross-sectional study's primary survey data. A SmartPLS 3 SEM analysis demonstrated a favorable association between self-awareness and job performance, mediated by work, social, and emotional efficacy. This research gives useful psychological insights that help managers of telecom firms comprehend the self-awareness and self-efficacy of their staff. Similarly, Mag and Dhivya (2020) investigated the impact of emotional intelligence on job performance (JP). Population of this study consists of academic heads working in state universities in Eastern province of Sri Lanka. Total population sampling method was used since the population size is relatively small. Field survey was conducted using self-rating questionnaire. Out of total population (N=73),62 questionnaires were realized that ensured nearly 85% of response rate. Data was analyzed using SPSS version 20.0. Validity and reliability of the questionnaire was satisfactory. The results of the study showed that there is a strong positive correlation (r= 0.757) between emotional intelligence and job performance which was significant at 0.01 level. Moreover, the study showed a significant influence of self-awareness on job performance. Further this study imply that it is essential to formulate strategies to promote emotional intelligence of faculty members through continues education and training and by supporting emotional intelligence learning efforts.
Likewise, Li and Lin (2021) investigated on the Impact of Emotional Intelligence on Job Performance in China. The results suggest that emotional intelligence particularly self-awareness can promote employee job performance. Emotional labor can partly mediate the influence of emotional intelligence on employee job performance. perceived organizational support can positively moderate the influence of emotional intelligence on emotional labor. The conclusions from the analyses above not only further verify and develop some previous points on emotional intelligence and employee job performance but also derive certain management implications for promoting employee job performance from the perspective of organizational support.
Masimane (2022) investigated the effect of Self-awareness on the performance of employees of commercial banks in Kenya. Performance of employees was measured by efficiency, productivity, turnover and quality of work output, which are all covered in literature review. The theory underpinning the study is Objective Self-awareness Theory. A cross-sectional descriptive research design was used. The population was 31,605 employees of 38 commercial banks in Kenya. The study sample was 395 respondents, which was attained using proportionate stratified sampling method. Reliability and validity of the data collection instrument was tested. A structured questionnaire was used to collect primary data from respondents. The theory underpinning the study was hierarchy of needs theory. The study formulated the null hypothesis and tested it using the spearman correlation coefficient aided by the statistical package for social sciences. The analysis results at 0.05 level of significance showed that self-awareness has a statistically significant influence on the performance of employees of commercial banks in Kenya. The findings would be useful to commercial banks in Kenya and other organizations in evaluating their leaders’ self-awareness in order to improve performance of the employee.
2.4.2 The Influence of Self-Management on Job Performance

Self-management is the ability to prioritize goals, decide what must be done, and be accountable to complete the necessary actions. When leaders and staffs are able to make priorities, make decisions and accountable to his roles and responsibilities, it will which enhance job performance. Frich et al. (2015) argues that, some of the important skills on managing self-include emotional competencies, time management, and communication skills with focus on listening skills. Henceforth, self-management can be instrumental in enhancing job performance and achieving organizational goals, and it is a useful and legitimate role of the supervisor to develop and encourage self-management capabilities. 
Wheeler et al. (2019) assessed on the relationship between self-management and work performance. Results suggest that practicing self-management on a moment-to-moment basis can help a person become more self-aware, thereby enhancing the individual’s work performance. Results and implications are provided. Likewise, Voordt et al. (2017) explored on the impact of workplaces and self-management practices on the productivity. The paper is based on survey data from 998 Finnish knowledge workers. Factor analysis was used to test the dimensions of the conceptual model. Insights into the impact of workplaces for concentration and communications and self-management practices on productivity were obtained by multiple-regression analyses. The findings show that self-management practices have a larger impact on the quality and quantity of individual output and the quantity of team output than workplaces for communication and concentration. Improving self-management skills is key to increase all productivity dimensions and in particular the quality of the output
Kassim, (2016) examined the relationship between lecturer`s emotional intelligence and their job performance in Universities within Kano State. The study comprises of 2,502 number lecturers of all the universities in Kano State, using Convenience Sampling, 335 represents the population of the Lecturers in Kano State. The study used the scale of Wong and Law to measure Emotional Intelligence and the scale of Macdonold and Maclntyre generic scale to measure job performance. Multiple linear regressions were used for the analysis. Result from the analysis revealed a significant relationship between use of self-management with job performance while self-emotional appraisal and other emotion appraisal were found to have no relationship with job performance. It is recommended that universities should introduce an emotional Quotient program which would be used to build the capacity of the universities for bringing out the best in the lecturers and forming powerful workplace relationships. This will help to increase engagement, trust and integrity to build more effective teams, retain great employees, provide exceptional performance in teaching, and effectively manage change.
2.4.3 The Influence of Social Awareness on Job Performance

Suhairy et al. (2022) explored on Emotional Intelligence Impacts on Work Performance, using a case study of Telecommunication Malaysia Research Company. The study of the correlation between Emotional Intelligence (EI) and work performance is crucial for the organization. Some of the organizations do not consider EI skills as the work performed. This study investigates the correlation between EI and the work performance of a telecommunication research company in Malaysia. There are 66 participants involved in this study: senior researchers and researchers. A set of questionnaires was distributed to assess their employees’ background, EI, and work performance. As a predictor of research employees’ work performance and EI, the results show that EI particularly social awareness had a significant positive relationship with work performance. The findings also show that employees with high social awareness skills had a greater level of task performance. Moreover, the authors also present the relationship of EI with work performance over employees’ background such as gender, marital status, age and work experience. It was found that married employees have a higher correlation than single employees. The study recommends that organizations introduce EI development programs for existing staff to improve their performance at work.
Similarly, Wangari, (2019) investigated on Influence of emotional intelligence on organizational performance among insurance companies in Kenya. Positivism research philosophy was adopted for the study. Descriptive and explanatory cross-sectional research designs were used. The target population consisted of all the 55 registered insurance companies in Kenya as at 28th February 2017 and a sample size of 208 participants drawn from lower, middle and top level. Primary data was collected using collected using semi-structured questionnaires containing both open and closed-ended questions while secondary data was obtained using a secondary data collection sheet. Data analysis was conducted using descriptive statistics and inferential analysis. There is a weak positive correlation between self-awareness and organization performance. Self-management, social awareness, and organization performance were moderately correlated while interpersonal relationship management was strongly correlated with organization performance. Emotional intelligence has a significant influence on organizational performance among insurance companies in Kenya. Specifically, self-awareness, self-management, social awareness, and interpersonal relationship management have a significant impact on organizational performance among insurance companies in Kenya.
Noel and Mosoti, (2018) analyzed the effect of emotional intelligence on employee performance in private sector a case of Kinyara Sugar Limited in Uganda. A stratified random sampling was used to sample 208 respondents who represented the total population of KSL with 95% confidence level and 5% margin of error. In regards to the effect of self-awareness on employee performance, the findings concluded that improved self-awareness of employees leads to improved employee’s performance. In regards to the effect of self-management on employee performance, the study findings discovered that the improved ability of employee’s self-management results into improved employee’s general performance. In relation to the effect of social awareness, the study findings indicated that employee’s improved social-awareness aspects contribute positively to their general performance. In regards to the effect of relationship management, the study findings showed that there is a positive effect of improved relationship management skills on their general performance. The study concluded that well developed and management skills of the four domains of emotional intelligence self-awareness, self-management, social-awareness and relationship management enables employees to understand and manage their abilities and control their shortcomings. The study recommended that EI domains need to be maximized if KSL is to reap improved employee performance.
2.4.4 The Influence of Relationship Management on Job Performance

Rani (2022) analyzed the impacts of emotional intelligence on employees' job performance and job satisfaction in the aged care industry. To achieve this goal, the researcher used mixed methods research methodology and conducted a questionnaire with 100 participants and interviews with seven participants. The research found that employees' emotional intelligence, particularly relationship management enhance the quality of care they provide to patients, hence job performance improves. Likewise, Razali et al. (2022) assessed the influence of emotional intelligence on employee’s job performance in the Southern State of Malaysia. Data for this study were collected from 118 operators of one manufacturing company in the southern state of Malaysia. The findings show that the level of emotional intelligence was found moderate while the level of job performance was found high. The result from Smart PLS shows that there is a significant moderate correlation between emotional intelligence and job performance among the operators. The findings indicate that emotional intelligence has a relationship with job performance. A few recommendations were suggested that are organization can improve the low level of emotional intelligence by training intervention and the organization also needs to create awareness by initiating a program about emotional intelligence for the employee.
Similarly Vratskikh et al. (2017) investigated on the impact of emotional intelligence on job performance in Jordan. The aim of this study is to explore the influence of Emotional Intelligence on job performance and job satisfaction as well as the mediating role of job satisfaction on job performance among the administrative employees of the University of Jordan. The present study is based on Mayer and Salovey’s (2000) ability model of Emotional Intelligence. A sample consisted of 354 employees from the University of Jordan who completed self-report questionnaire. Structural equation modeling (SEM) was used in order to test the proposed hypotheses. The research found that Emotional Intelligence particularly relationship management is positively correlated with job performance and job satisfaction. The findings of this study also confirm the mediatory role of job satisfaction in relationship between Emotional Intelligence and job performance. It is suggested that Emotional Intelligence can be used to predict job performance and job satisfaction, therefore the understanding of Emotional Intelligence theory and its applications can be promoted for managerial and human resource practices throughout public sector organizations.

2.5 Research Gap

Review of the empirical studies provides a thorough explanation on impact of emotional intelligence and job performance (Kassim & Management, 2016; Mag & Dhivya, 2020; Rani, 2022). However, the researcher found no literature regarding emotional intelligence primary domains including self-awareness, self-management, social awareness (empathy), and relationship management (social skills) and how it affects the job performance, specifically at Tanzania Education Authority. To the best of our knowledge, no comprehensive literature has been conducted to investigate the respective are of the study. Hence, it was the aim of this study to investigate in a broad sense the impact of emotional intelligence variables such as self-awareness, self-management, social awareness, and relationship management on job performance in Tanzania.
2.6 The Conceptual Framework

In this study, the conceptual framework is grounded based on specific objectives of this study. The dependent variable is job performance, which depends on the emotional intelligence of employees and leaders. The independent variables are emotional intelligence primary domains including self-awareness, self-management, social awareness (empathy), and relationship management (social skills) (Kassim & Management, 2016; Kotsou et al., 2019; Mag & Dhivya, 2020; Rani, 2022). Figure 1 presents the conceptual framework of this study.
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Figure 1. The conceptual framework
Source: Author (2023)
2.7 Statement of Hypotheses

H1: Self-awareness significantly affect job performance. 

H2: Self-management significantly affect job performance. 

H3: Social awareness significantly affects job performance

H4: Relationship management significantly affect job performance

The rationale for formulating these hypotheses is based on the need to test specific relationships between key components of emotional intelligence and their impact on job performance.
H1: Self-awareness significantly affects job performance - This hypothesis is formulated because self-awareness is a fundamental component of emotional intelligence. A strong self-awareness enables individuals to recognize their strengths and weaknesses, leading to a more effective allocation of resources and efforts in their job roles. Therefore, we hypothesize that self-awareness plays a significant role in influencing job performance.
H2: Self-management significantly affects job performance - Self-management is crucial for regulating one's emotions, stress levels, and impulse control. Effective self-management can lead to improved decision-making, increased productivity, and better handling of work-related challenges. Thus, we hypothesize that self-management has a significant impact on job performance.
H3: Social awareness significantly affects job performance - Social awareness, involving empathy and understanding of others, is vital in interpersonal interactions. Employees with strong social awareness can build better relationships, communicate effectively, and collaborate with colleagues, ultimately enhancing job performance. Therefore, we hypothesize that social awareness significantly influences job performance.
H4: Relationship management significantly affects job performance - Effective relationship management involves resolving conflicts, building strong networks, and fostering a positive work environment. These qualities contribute to better teamwork and communication, which can lead to improved job performance. Thus, we hypothesize that relationship management significantly affects job performance.

By formulating these hypotheses, the study aims to empirically investigate the specific connections between these components of emotional intelligence and job performance, providing valuable insights for both research and practical applications in the workplace.
2.8 Summary

In a nutshell, emotional intelligence among employees suits the current evolving organizations in the global market. This is because emotional intelligence help organizations and government authorities to deal with changing environments by encouraging individuals to generate creative solutions for the complex problems. Additionally, it encourages employees to be more innovative to suit technological advancement which in turn enhances higher positive impacts on job performance.

CHAPTR THREE

RESEARCH METHODOLOGY

3.0 Overview

This chapter presents the methodological techniques that was applied in conducting this study. It covers the following: research strategies, survey population, area of research, and sampling design, instruments for data collection, data processing and analysis methods, variables and measurement procedures as well as expected results.
3.1 Research Philosophy

Research philosophy encompasses the fundamental beliefs and assumptions that guide a researcher's approach to conducting a study (Majid 2018). In the context of examining the influence of emotional intelligence on job performance at the Tanzania Education Authority, the chosen research philosophy aligns with positivism. This perspective is grounded in the conviction that there exists an objective reality that can be comprehensively explored through systematic and empirical methods. In adopting a positivist approach, this research seeks to identify and measure specific variables related to emotional intelligence and job performance. It employs structured surveys and interviews with a focus on quantitative data collection, emphasizing objectivity and replicability. The positivist philosophy assumes that the study's findings can be generalized to a broader population, offering insights that transcend the specific context of the Tanzania Education Authority. By adhering to this research philosophy, the study aims to produce reliable and generalizable results that can inform data-driven decision-making within the organization and contribute to the wider body of knowledge regarding emotional intelligence and job performance.
3.2 Research Strategies

Boru (2018) defines research strategy as the procedures for collecting, analysing, interpreting and reporting data in research studies. It is the overall plan for connecting the conceptual research problems with the pertinent (and achievable) empirical research. This research employed a descriptive survey research design. This study design was selected because of its ability to gather data at a particular point in time. Descriptive research design is capable of describing the nature of the existing situations and conditions and identify standards against which existing conditions can be compared, and so provide accurate, reliable and valid data.

3.2.1 Survey Population

Majid (2018) defines survey population as the total group of people, events, or things of interest that the researcher's programme to examine. The population of this study were management and staffs with a total number of 50. This study population was selected because they are information rich cases, hence a researcher extracted relevant information pertaining to the objectives and questions of this study.
3.2.2 Area of Research

The research was conducted at the headquarters of the Tanzania Education Authority in Dodoma, which served as the designated study area. The choice of this location was driven by several considerations. Firstly, it was selected due to the scarcity of existing literature regarding the relationship between emotional intelligence and job performance in this specific organizational context. The study aimed to fill this knowledge gap by focusing on an area that had received limited prior research attention. Secondly, the Tanzania Education Authority headquarters offered a practical and accessible setting for gathering pertinent data aligned with the research objectives. The convenience and accessibility of the location were crucial in facilitating data collection, as it allowed for easier interaction with employees and access to organizational records, contributing to the feasibility and effectiveness of the research.
3.3 Sampling Design and Procedures

Kaur (2021) defines sample size as an act of choosing the number of observers or replicates to include in a statistical sample. In some situations, an increase in precision for a larger sample size is minimal or even non-existent. Sample sizes are judged based on the quality of the resulting estimates. The sample size was 50, whereby 40 were ordinary staffs, while 10 were management personals. Due to the limitations in the number of study participants, the study did not calculate sample size but included all 50 employees at TEA. Participants were selected using a purposive sampling technique. In this case, the researcher purposefully chose 50 employees at TEA based on their roles and positions within the organization. This approach was deemed suitable given the constraints in sample size, as it allowed for the inclusion of all relevant participants within the organization while still providing valuable insights into the impact of emotional intelligence on job performance across different roles and levels of responsibility.

.According to Kim and Wang (2019), sampling technique means a method of selecting individual members or a subset of the population to make statistical inferences from them and estimate the characteristics of the whole population. Purposive sampling was selected for this study because it allows the researcher to gather qualitative responses, which leads to better insights and more precise research results (Campbell et al., 2020).
Reasons for using purposive sampling

Purposive sampling enabled a researcher to squeeze a lot of information out of the data that they have collected from the key informants. This allowed a researcher to describe the major impact of emotional intelligence on job performance, as the key informants have sufficient information 

Purposive sampling extremely time and cost-effective when compared to other sampling methods. Hence, it helped a researcher to collect data in a short period of time regarding the limited time available for the study. Also, saved unnecessary costs that might have incurred if other sampling technique was to be applied for this study.
Also, purposive sampling technique a versatile research method that can be tailored to enhance a survey’s effectiveness. Because study participants for interviews are leaders and heads of departments, hence the purposive sampling helped a researcher to adjust in accordance with the nature their responses and perceptions towards the study.

Lastly, purposive sampling is the only appropriate method available if there are a limited number of primary data sources that can contribute to the study. Regarding the fact that, this study has very limited number of respondents and primary data sources, the purposive sampling was the best option to obtain sufficient information regardless the limitations in primary data sources.
3.4 Variables and Measurement Procedures

2.4.1 Dependent Variable

The dependent variable for this study is job performance which is composed of the following indicators: efficiency, effectiveness, timely delivery of services, customer satisfaction and quality of services. These indicators were measured by five-point Likert Scale (1 = Strongly agree, 2 = Agree, 3 = Neutral, 4 = Disagree and 5 = Strongly Disagree).
A Likert scale with five intervals was chosen as the measurement method for job performance indicators in this study due to its balance between sensitivity and simplicity. It offers respondents a range of options, including both positive and negative responses, as well as a neutral midpoint, encouraging nuanced and well-considered feedback. The scale's ease of interpretation, statistical analysis compatibility, and widespread acceptance in research make it a practical choice for assessing the multifaceted construct of job performance, enabling the study to collect meaningful data and facilitate straightforward analysis.

2.4.2 Independent Variables

The independent variables are emotional intelligence primary domains including self-awareness, self-management, social awareness (empathy), and relationship management (social skills). These variables were measured by five-point Likert Scale (1 = Strongly agree, 2 = Agree, 3 = Neutral, 4 = Disagree and 5 = Strongly Disagree).
The utilization of a five-point Likert Scale (ranging from "Strongly agree" to "Strongly Disagree") for measuring the independent variables, encompassing the primary domains of emotional intelligence (self-awareness, self-management, social awareness, and relationship management), was chosen to ensure an effective and consistent assessment of these critical constructs. This scale provides participants with a structured and balanced set of response options, enabling them to express the extent of their agreement or disagreement with statements related to each domain. Its moderate level of granularity allows for nuanced and comprehensive feedback, facilitating a robust analysis of how these domains influence job performance. 
3.5 Methods of Data Collection

According to Goldkuhl (2019), data collection methods means activities such as searching for, focusing on, noting, selecting, extracting, and capturing data. This study employed a questionnaire and interviews as methods of data collection. whereby 40 ordinary staffs were given a questionnaire, while 10 management personals were interviewed. As a carefully procedures of gathering desirable information, it helped to obtain a credible and standard answers to the questions under investigation (Parveen & Showkat, 2017). Further, Parveen and Showkat argue that, the decision about which tool to use for data collection is guided by the research question, and the data can be primary data for questionnaire, in-depth interview or secondary data for documentary review. The reasons for using these two methods (triangulation) is because, using multiple data collection techniques and sources strengthens the credibility of outcomes and enables different interpretations and meanings to be included in data analysis (Flick, 2017).
Reasons for using questionnaire in this study

A questionnaire offers a fast, efficient and inexpensive means of gathering large amounts of information from sizeable sample volumes. Hence, it is particularly effective for measuring subject behavior, preferences, intentions, attitudes and opinions pertaining to the impacts of emotional intelligence on job performance.
Reasons for using interview in this study 

A researcher wanted to obtain qualitative information on the experiences and perceptions of study participants on the impacts of emotional intelligence on job performance. The nature of information needed by a researcher necessity the use of interviews It saves time and cost, through using this method, a researcher can get the needed information within a very short time. Also, it is less costly than other processes of communication because it is very simple does not need to incur costs for printing materials like a questionnaire.

3.6 Data Processing and Analysis

Data analysis is are closely related operations which are performed with the purpose of summarizing, organizing the collected data, in such a way that, they answer the research questions or computation of certain indices or measures which involve  searching for patterns of relationships that exist among the data groups (Akinyode & Khan, 2018; Sasangohar et al., 2018).
3.6.1 Qualitative Data Analysis

For each research question content analysis was used to analyse information collected through individual interviews to get an interpretation of their meaning. Content analysis was applied due to the fact that it is the best qualitative analysis to identify themes from the focus group discussions and individual interviews. For qualitative nature, therefore data presentation used narrative/textual form. According to Gibbs, (2018), Qualitative data can be analyzed by summarizing, combining similar or close response themes, make chronological order of themes for linear meaning, editing and interpretation of themes clearly. 
3.6.2 Quantitative Data Analysis

Data was prepared and processed for analysis after data collection process. The data analysis will be linked with the specific objectives of this study. Data was analyzed using descriptive and inferential statistics, by the computer software called Statistical Package for Social Sciences (SPSS) software version 23. Descriptively data was analyzed using mean and standard deviation. Inferential statistics was analyzed using the Pearson Product Moment Correlation Coefficient test (r) to determine the significance effect of self-awareness, self-management, social awareness, and relationship management (independent variables) on job performance (the dependent variable). The P value of less than 0.05 was used as a cutoff point for assessing the strength of statistical association.
3.7 Expected Results of The Study

The findings of this study will help workers to improve their perceived potential for the organization and provide real solutions to organizational challenges which will improve service delivery. In addition, the findings of this study play a vital role for public administrators to gain an understanding and insight on how to address the challenges in managing emotional intelligence of employees that helps to enhance quality services delivery in organizations in Tanzania.
3.7 Ethical Considerations 

Ethical Considerations mean the protection of human subjects through the application of appropriate ethical principles (Arifin, 2018). To address ethical considerations in the research, the researcher followed a series of vital steps. Firstly, necessary permissions and approvals were acquired from relevant authorities, including the Open University and TEA management, to ensure the study's adherence to ethical standards. Participant privacy and confidentiality were rigorously safeguarded by maintaining a clear separation between personal information and research data, and by employing pseudonyms or codes to ensure anonymity. Informed consent was diligently obtained, ensuring that participants comprehensively understood the research's purpose, potential risks, and the voluntary nature of their involvement. Participants were granted the right to withdraw from the study at any point without facing any adverse consequences. Throughout the research process, there was a steadfast commitment to clear communication and transparency, with participants being fully briefed on the study's significance and objectives. Additionally, the researcher made deliberate efforts to minimize any potential harm or discomfort experienced by the participants.
CHAPTER FOUR

PRESENTATION OF RESULTS AND DISCUSSION

4.1 Overview

This chapter presents findings and discussion of this study based on the specific objectives of this study. It consists several parts such as demographic information, the influence of self-awareness on job performance, the influence of self-management on job performance, the influence of social awareness on job performance and the influence of relationship management on job performance.
4.2 Response Rate 

The study comprised 40 participants who actively took part in both the interviews and the completion of the structured questionnaire. The response rate achieved was 100%, indicating an outstanding level of participation and engagement.
4.2.2 Background Information of Survey respondents

This section aims to present background information about the survey respondents, encompassing various demographic factors such as age, gender and work experience. By including this comprehensive information, the study ensures a representative and inclusive representation of the sample. This approach enables a more robust analysis and interpretation of the research findings, taking into account the diverse characteristics of the participants and their potential influence on the study outcomes.

Presenting demographic information about the survey respondents is essential for several reasons. Firstly, it provides a comprehensive profile of the study participants, offering insights into their diversity and background, which can be crucial in understanding the potential variations in responses and experiences. Secondly, demographic data enables the research team to assess if the sample is representative of the larger population, enhancing the study's external validity. Additionally, this information aids in identifying potential patterns or correlations between demographic factors and the variables under investigation, such as emotional intelligence and job performance. Understanding how age, gender, and work experience may influence these variables can contribute to a more nuanced interpretation of the research findings, ultimately enriching the study's depth and applicability.
4.2.2.1 Respondents’ Age

The survey respondents' distribution based on age shows that, 40.0% of participants are between the ages of 18 and 25, 30.0% are between the ages of 36 and 45, and another 30.0% are above the age of 45. The mean age of the respondents is 39.7750, with a standard deviation of 9.40128. The minimum age of the participants is 25.00, while the maximum age is 58.00. Understanding the age distribution of the respondents allows researchers to examine how different age groups perceive and engage with the study's subject matter. This information is vital for drawing nuanced conclusions and identifying potential age-related patterns or trends in the research findings. Additionally, the mean and standard deviation provide an overview of the age dispersion within the sample, highlighting the variability in age representation among the study participants. Table 4.1 and Figure 4.1 below presents respondents’ age.
Table 4. 1 Respondents’ Age
	Age group 
	Frequency
	Percentage

	18 - 25
	16
	40.0

	36 - 45
	12
	30.0

	Above 45
	12
	30.0

	Total
	40
	100


Source: Field Data (2023)

Figure 4. 1 Respondents’ Age
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4.2.2.2 Respondents’ Gender 

In the survey, a total of 40 participants were included, with 18 being male, representing 45.0% of the sample, and 22 being female, accounting for 55.0% of the sample. The gender distribution indicates a slight majority of female respondents compared to male respondents. This gender-balanced representation ensures that both male and female perspectives are adequately represented in the study. Examining the data based on gender, a researcher can analyze potential gender-related differences or patterns that may have implications for the research findings. Understanding the demographic composition in terms of gender allows for a more nuanced interpretation of the results and provides insights into how different gender groups might perceive and respond to the study variables.

Table 4. 2 Respondents’ Gender
	Age group 
	Frequency
	Percentage

	Male
	18
	45.0

	Female
	22
	55.0

	Total
	40
	100


Source: Field Data (2023)

Figure 4. 2 Respondents’ Gender
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4.2.2.3 Respondent Working Experience

The survey respondents' distribution based on their working experiences is as follows: 10.0% of participants have less than 1 year of working experience, 37.5% have 2 to 5 years of experience, and the majority, 52.5%, have more than 5 years of working experience. This distribution of working experience allows for a diverse representation of participants with varying levels of expertise and tenure in their respective roles. Hence, considering different experience levels, researchers can analyze how the length of service may influence perceptions, attitudes, and behaviors related to the study's subject matter. Understanding the distribution of working experiences is essential for drawing comprehensive conclusions and providing valuable insights into the impact of experience on the research findings. Table 4.3 and Figure 4.3 presents the Respondents Working Experience

Table 4. 3 Respondents Working Experience
	Marital status
	Frequency
	Percentage

	< 1 year
	4
	10.0

	2 - 5 years
	15
	37.5

	>5 years
	21
	52.5

	Total
	40
	100


Source: Field Data (2023)
Figure 4. 3 Respondents Working Experience

[image: image3.emf]10%

37.50%

52.50%

0% 10% 20% 30% 40% 50% 60%

Less a year

2 - 5 years

More than 5 years


Source: Field Data (2023)

4.3 Findings based on Research Objectives

The main focus of this study was to assess how emotional intelligence impacts job performance in Tanzania. The specific research objectives aimed to investigate the influence of self-awareness, self-management, social awareness, and relationship management on job performance. Data were collected through a combination of self-administered questionnaires and interviews, providing a comprehensive exploration of emotional intelligence and its effects on job performance. These data collection methods allowed researchers to gain insights into the relationships between emotional intelligence components and job performance, offering a deeper understanding of how emotional intelligence influences workplace effectiveness in the Tanzanian context. The study's comprehensive approach provided valuable insights into the role of emotional intelligence in enhancing job performance across different industries and sectors in Tanzania.

4.3.1 The Influence of Self-Awareness on Job Performance

The study assessed the influence of self-awareness on job performance in Tanzania education authority. The findings regarding self-awareness reveal that, on average 23.33% of the respondents strongly agreed and 50.83% agreed that they are aware of their own strengths and weaknesses. This high level of self-awareness indicates that employees at Tanzania Education Authority have a good understanding of their personal attributes, skills, and limitations. When employees are aware of their strengths, they can leverage them effectively to excel in their roles and contribute positively to their tasks. On the other hand, being aware of their weaknesses allows them to take necessary steps for improvement or seek assistance, which can lead to better job performance. A high level of self-awareness can help employees make better decisions, manage their time and resources efficiently, and work on areas that need development, ultimately enhancing their overall performance at the organization. Table 4.4 presents the findings.

Table 4. 4 The Influence of Self-Awareness on Job Performance
	Statement
	Strongly Agree
	Agree
	Neutral
	Disagree
	Strongly Disagree

	I am aware of my own strengths and weaknesses.
	10 (25.0%)
	21 (52.5%)
	6 (15.0%)
	3 (7.5%)
	N/A

	I am able to accurately assess my own performance.
	10 (25.0%)
	20 (50.0%)
	7 (17.5%)
	3 (7.5%)
	N/A

	I am able to reflect on my own behavior and emotions.
	8 (20.0%)
	20 (50.0%)
	6 (15.0%)
	6 (15.0%)
	N/A

	Mean (%)
	23.33%
	50.83%
	15.83%.
	6.67%.
	N/A


Source: Field Data (2023)

The qualitative findings of the study align with the quantitative results, providing further support and validation to the conclusions drawn from the statistical analysis. The qualitative data revealed that job performance is indeed influenced by employees' self-awareness within the organization. Participants expressed that self-aware employee understand their roles, responsibilities, and expectations from the employer, enabling them to effectively align their actions with organizational objectives. For instance, one respondent said that;

“To a significant degree, self-aware employees possess a clear understanding of their role within the organization and the expectations set by their employer. Consequently, such employees are diligent in meeting these expectations while also aligning their actions with their own purpose and calling” (Participant – 1).
Moreover, another study participant proclaimed that,

“Self-awareness can have a significant impact on job performance. When individuals possess a high level of self-awareness, they have a deeper understanding of their own strengths, weaknesses, emotions, and motivations. This self-knowledge allows them to make more informed decisions, set realistic goals, and effectively manage their behaviors and interactions in the workplace” (Participant – 9).
4.3.2 The Influence of Self-Management on Job Performance

The study assessed influence of self-management on job performance in Tanzania Education Authority. The study's findings show that, on average 24.17% of the respondents strongly agreed and 50.83% agreed that they are able to accurately assess their own performance. This indicates that employees possess good self-management skills, allowing them to monitor and regulate their own performance effectively. When employees are able to assess their performance accurately, they can identify areas of improvement, set goals, and take necessary actions to achieve them. Self-management is essential for maintaining focus, discipline, and adaptability in the workplace. Employees who exhibit strong self-management skills are more likely to stay organized, meet deadlines, and remain resilient in the face of challenges, leading to improved job performance.

Table 4. 5 The Influence of Self-Management on Job Performance
	Statement
	Strongly Agree
	Agree
	Neutral
	Disagree
	Strongly Disagree

	I am able to manage my own emotions effectively.
	11 (27.5%)
	20 (50.0%)
	6 (15.0%)
	3 (7.5%)
	N/A

	I am able to adapt to changing situations.
	10 (25.0%)
	20 (50.0%)
	7 (17.5%)
	3 (7.5%)
	N/A

	I am able to prioritize tasks effectively.
	8 (20.0%)
	21 (52.5%)
	5 (12.5%)
	6 (15.0%)
	N/A

	Mean (%)
	24.17%.
	50.83%.
	15.0%.
	10.0%.
	N/A


Source: Field Data (2023)
The quantitative results align with the qualitative findings of this study, revealing that job performance is greatly influenced by employees' ability to manage themselves. Participants reported that self-management significantly impacts their behavior and actions in various circumstances. Employees who demonstrate effective self-management are more likely to exhibit high job performance, as they possess a clear understanding of their responsibilities and what is expected of them. For example, during interviews one respondent emphasized that,

“To a large extent, self-management influence the way we behave and act towards different circumstances. A self-managed employee is more likely to have high job performance due to proper understanding of his responsibilities and what is expected of him” (Participant – 8).
Likewise, another study participant claimed that;

“In my opinion, self-management plays a significant role in influencing job performance. Self-management refers to an individual's ability to take responsibility for their own actions, make informed decisions, set goals, prioritize tasks, and effectively manage their time and resources. When employees possess strong self-management skills, they are more likely to excel in their roles and contribute to organizational success” (Participant – 7).
4.3.3 The Influence of Social Awareness on Job Performance

Regarding social awareness, the study's findings indicate that a significant majority of respondents, 25.0% strongly agreed and 55.83% agreed that they are able to reflect on their own behavior and emotions. This suggests a high level of social awareness among employees at Tanzania Education Authority. Social awareness involves the ability to understand and empathize with others' emotions, perspectives, and feelings. Employees with strong social awareness can navigate social interactions more effectively, build positive relationships with colleagues, and demonstrate empathy and support to others. Such positive interactions and relationships contribute to a harmonious work environment, where employees are more likely to collaborate, share ideas, and work together as a team, ultimately leading to improved job performance.

Table 4. 6 The Influence of Social Awareness on Job Performance
	Statement
	Strongly Agree
	Agree
	Neutral
	Disagree
	Strongly Disagree

	I am able to accurately perceive others' emotions and reactions.
	11 (27.5%)
	22 (55.0%)
	4 (10.0%)
	3 (7.5%)
	N/A

	I am able to understand others' perspectives and feelings.
	10 (25.0%)
	23 (57.5%)
	4 (10.0%)
	3 (7.5%)
	N/A

	I am able to effectively communicate with others.
	9 (22.5%)
	22 (55.0%)
	6 (15.0%)
	3 (7.5%)
	N/A

	Mean (%)
	25.0%.
	55.83%.
	11.67%.
	7.5%.
	N/A


Source: Field Data (2023)
The quantitative findings presented above are consistent with the qualitative results of this study, which emphasize the significance of social awareness in job performance. For example, study participants highlighted that being socially aware has a notable impact on how employees interact with others and navigate interpersonal relationships within the organization. Socially aware employees tend to exhibit better communication, empathy, and understanding of others' perspectives and feelings, which positively affects their overall job performance. this was reported during interviews with study participants whereby on argued that;

“To a large extent, an individual with good social awareness connects well with others and performs well in team works. Social awareness helps us to understand other well irrespective of their cultural, ethnicity differences” (Participant – 2).
4.3.4 The Influence of Relationship Management On Job Performance

The study's findings regarding relationship management show that, on average 20.83% of respondents strongly agreed and 53.33% agreed that they are able to accurately perceive others' emotions and reactions. Additionally, 82.5% either strongly agreed or agreed that they understand others' perspectives and feelings. These results indicate that employees have strong relationship management skills, enabling them to effectively communicate and build positive relationships with others. Employees who can perceive others' emotions accurately and understand their perspectives are more likely to respond appropriately in social situations, avoid conflicts, and build trust among colleagues. Good relationship management fosters a positive work environment, where employees feel supported, valued, and respected, leading to enhanced job performance and overall organizational effectiveness.

Table 4. 7 The Influence of Relationship Management On Job Performance
	Statement
	Strongly Agree
	Agree
	Neutral
	Disagree
	Strongly Disagree

	I am able to effectively resolve conflicts with others.
	7 (17.5%)
	20 (50.0%)
	8 (20.0%)
	5 (12.5%)
	N/A

	I am able to build and maintain positive relationships with others.
	8 (20.0%)
	22 (55.0%)
	4 (10.0%)
	6 (15.0%)
	N/A

	I am able to inspire and influence others.
	10 (25.0%)
	22 (55.0%)
	5 (12.5%)
	3 (7.5%)
	N/A

	Mean (%)
	20.83%.
	53.33%.
	14.17%.
	11.67%.
	N/A


Source: Field Data (2023)
The qualitative findings of this study align with the quantitative results, emphasizing the importance of relationship management in job performance. The data from interviews and discussions with participants indicated that effective relationship management plays a crucial role in fostering positive working relationships and collaborations among employees. When employees are skilled at managing their relationships with colleagues, supervisors, and other stakeholders, it positively impacts their ability to work cohesively, resolve conflicts, and achieve common goals, ultimately leading to improved job performance. For instance, one respondent said;

“To a large extent, an employee/individual with good relationship management skills connects and engage well with his/her coworkers. Someone once said that, “We are not a complete system by ourselves but a small part of the system” implying that an individual cannot attain or accomplish everything by himself but when working with others. Therefore. It is fair to say that with good relationship management skills, one is able to perform well and accomplish more” (Participant – 5).
Moreover, another one added;

“In my opinion, relationship management plays a significant role in job performance. Building and maintaining positive relationships with colleagues, superiors, clients, and other stakeholders can have a profound impact on an individual's ability to perform effectively in their job. Here are a few reasons why relationship management is important for job performance” (Participant – 3).
4.3.5 Job Performance at Tanzania Education Authority

Based on the overall job performance at Tanzania Education Authority, the survey respondents' self-assessment of their performance was distributed as follows: 35.0% rated their performance as excellent, 45.0% as good, 12.5% as average, and 7.5% as poor. These results indicate that a significant proportion of respondents consider their job performance to be good or excellent, while a smaller percentage assessed their performance as average or poor. This suggests that, on the whole, the employees at Tanzania Education Authority have a positive perception of their job performance.

Moreover, when considering the responses regarding the perception of job performance, the findings reveal that on average, 39.17% of the respondents strongly agreed and 50.50% agreed that their job performance is positive. These results suggest that a substantial proportion of the employees at Tanzania Education Authority hold a positive view of their job performance, with a majority either strongly agreeing or agreeing with this assessment. This indicates that the employees generally have confidence in their abilities and contributions to the organization, contributing to a positive overall perception of job performance. The strong agreement from almost 40% of the respondents further emphasizes the favorable perception of their own job performance. However, it is crucial to address the concerns expressed by some respondents who may not view their job performance as positively, as this can have implications for employee morale and organizational effectiveness.

Table 4. 8 Job Performance at Tanzania Education Authority
	Statement
	Strongly Agree
	Agree
	Neutral
	Disagree
	Strongly Disagree

	I am able to use the resources available to me efficiently.
	15 (37.5%)
	22 (55.0%)
	3 (7.5%)
	N/A
	N/A

	I am able to meet or exceed the goals set for me.
	16 (40.0%)
	21 (52.5%)
	3 (7.5%)
	N/A
	N/A

	I am able to respond to customer inquiries and complaints in a timely manner.
	15 (37.5%)
	20 (50.0%)
	5 (12.5%)
	N/A
	N/A

	I am able to follow established procedures to ensure quality of services.
	16 (40.0%)
	21 (52.5%)
	3 (7.5%)
	N/A
	N/A

	I am able to deliver services on time and meet deadlines.
	16 (40.0%)
	17 (42.5%)
	7 (17.5%)
	N/A
	N/A

	Mean (%)
	39.17%.
	50.50%.
	7.5%.
	N/A
	N/A


Source: Field Data (2023)

4.3.6 Significant Relationship that Exist Between Emotional Intelligence and Job Performance in Tanzania Education Authority

The study examined the significant relationship between emotional intelligence variables (self-awareness, self-management, social awareness and relationship management) on job performance. The relationship was analysed using correlation regression. The dependent variable was overall job performance, while independent variables were self-awareness, self-management, social awareness and relationship management. Each dependent variable had three indicators. 
The findings of the study indicate that the independent variables collectively account for 67% of the variance in the dependent variable, which is job performance. This suggests that the measured variables, including self-awareness, self-management, social awareness, and relationship management, have a considerable impact on employees' job performance at the Tanzania Education Authority.

Table 4. 9 Model Summary Results
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When considering the individual contributions of each independent variable, it is observed that social awareness, specifically the ability to understand others' perspectives and feelings, emerged as the most significant predictor of job performance. The regression coefficient (r) for social awareness is 0.701, and the p-value is 0.001, indicating a strong positive correlation between social awareness and job performance. This means that employees who possess a higher level of social awareness are more likely to exhibit better job performance. The strong correlation and statistical significance emphasize the importance of fostering social awareness skills among employees to enhance their job performance and interpersonal interactions within the organization.

Table 4. 10 Regression coefficients
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Unstandardized Coefficients

Standardized
Coefficients

B

Std. Error

Beta

(Constant)
strengths
assess
reflect
emotions

adapt

prioritize
percieve
understand
communicate
conflicts
relationships
inspire
resources
goals

403
070
-.002
126
040
-224
250
269
763
-022
-1
-.083
-.026
-343
-.008

783
245
199
143
160
198
181
269
212
A73
124
226
192
23

187

a. Dependent Variable: overall_performance





However, the other independent variables, such as self-awareness, self-management, and relationship management, were not found to be statistically significant in explaining job performance (p > 0.05). This suggests that these variables may have less direct impact on job performance or that their effects are possibly influenced by other factors not considered in the study. 
Table 4. 11 ANOVA Results
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4.4 Discussion of the Major Findings

4.4.1 The Influence of Self-Awareness on Job Performance
The research findings presented a compelling case for the significant impact of self-awareness on job performance within the studied organization. Participants consistently emphasized that self-aware individuals exhibited a profound understanding of their roles, responsibilities, and the organization's expectations, allowing them to align their actions effectively with the organization's objectives. This observation echoes the broader body of literature on the relationship between self-awareness and job performance.
Several studies from diverse contexts lend additional weight to these findings. For example, Alferaih (2022) conducted a study in Saudi Arabia, investigating the interplay between self-awareness and job performance mediated by self-efficacy. Their results indicated a positive association between self-awareness and job performance, suggesting that self-aware employees tend to possess higher self-efficacy, which, in turn, leads to improved job performance.
Similarly, Mag and Dhivya (2020) explored the impact of emotional intelligence, including self-awareness, on job performance among academic heads in state universities in Sri Lanka. Their study revealed a robust positive correlation between emotional intelligence and job performance, highlighting the pivotal role of emotional intelligence, particularly self-awareness, in enhancing work outcomes.
Moreover, Li and Lin's (2021) research in China added valuable insights, showing that emotional intelligence, with a focus on self-awareness, can exert a positive influence on employee job performance. Their study also revealed the mediating role of emotional labor and the moderating influence of perceived organizational support, further underscoring the multifaceted nature of the relationship between self-awareness and job performance.
Furthermore, the study by Masimane (2022) in Kenyan commercial banks, which applied the Objective Self-awareness Theory, aligns with the present study's findings. Masimane's research demonstrated a statistically significant influence of self-awareness on employee performance in commercial banks, affirming the idea that higher levels of self-awareness are indeed linked to improved job performance.
In sum, the findings of this study, supported by the broader research landscape, offer a robust case for the vital role of self-awareness in shaping job performance. It is evident that self-aware employees possess a distinct advantage in understanding and fulfilling their roles effectively, ultimately contributing to enhanced organizational outcomes. Further research may continue to explore the mechanisms through which self-awareness influences job performance and consider potential interventions that can foster self-awareness among employees to drive positive work outcomes.
4.4.2 The Influence of Self-Management on Job Performance

The study's findings illuminated the pivotal role of self-management in shaping employees' job performance. Participants consistently emphasized that their ability to effectively self-manage greatly influenced their behavior and responses to various workplace situations. Those who excelled in self-management demonstrated a higher likelihood of achieving strong job performance, underlining their clear understanding of responsibilities and expectations.
These findings align with and are substantiated by a broader body of research investigating the connection between self-management and job performance. For instance, Frich et al. (2015) underscored the significance of self-management-related skills, such as emotional competencies, time management, and effective communication, including active listening. They contended that supervisors play a pivotal role in fostering and promoting self-management capabilities among employees, a crucial factor in enhancing job performance and realizing organizational objectives.
Wheeler et al. (2019) delved into the relationship between self-management and work performance, revealing that practicing self-management on a moment-to-moment basis can lead to heightened self-awareness, ultimately enhancing individual work performance.
Voordt et al. (2017) examined the impact of self-management practices on productivity among Finnish knowledge workers and found that self-management practices had a more pronounced influence on the quality and quantity of individual and team output compared to physical workplace conditions for communication and concentration. This study highlights the overarching importance of self-management skills in enhancing various dimensions of productivity, particularly in terms of output quality.
Moreover, Kassim and Management (2016) explored the connection between lecturers' emotional intelligence and job performance within universities in Kano State. They discovered a significant positive relationship between self-management and job performance, indicating that employees who effectively manage themselves are more likely to excel in their roles. This research suggests that implementing an emotional quotient program in universities can significantly contribute to building lecturers' capacity and enhancing workplace relationships. This, in turn, leads to increased engagement, trust, and effectiveness in teaching, as well as more adept management of change.
In conclusion, the findings of this study, corroborated by a wealth of related research, reinforce the vital role of self-management in influencing job performance. Effective self-management equips individuals with the tools to navigate workplace challenges and responsibilities, ultimately contributing to improved organizational outcomes. Further exploration in this realm may focus on specific strategies for developing and promoting self-management skills within various organizational settings, as this could yield practical implications for enhancing job performance and employee well-being.
4.4.3 The Influence of Social Awareness on Job Performance

The study's outcomes underscored the profound impact of social awareness on how employees navigate interpersonal relationships and engage with their colleagues in the workplace. Employees who displayed high levels of social awareness exhibited enhanced communication, empathy, and a keen understanding of their peers' emotions and viewpoints, leading to a discernible positive effect on their overall job performance.
These findings align with and complement a growing body of research investigating the intricate relationship between emotional intelligence and work performance. For instance, Suhairy et al. (2022) conducted a case study within Telecommunication Malaysia Research Company, delving into the connection between emotional intelligence and work performance. Their research unveiled a notable positive relationship between social awareness, as a component of emotional intelligence, and work performance. Employees with strong social awareness skills displayed heightened task performance, underscoring the constructive influence of social awareness on employees' task execution.
Similarly, Wangari (2019) explored the influence of emotional intelligence on organizational performance among insurance companies in Kenya. Her study discovered that social awareness, alongside other emotional intelligence components like self-awareness and self-management, held a moderately positive correlation with organizational performance. This suggests that social awareness significantly contributes to enhancing organizational performance within the insurance sector in Kenya.
In summary, the study's findings, coupled with the wealth of related research, underscore the indispensable role of social awareness in shaping job performance. A strong sense of social awareness empowers employees to foster positive relationships and engage effectively with their colleagues, ultimately contributing to improved organizational outcomes. Further exploration may center on practical strategies for nurturing and enhancing social awareness skills within diverse workplace environments, potentially leading to tangible enhancements in both job performance and overall workplace well-being.

4.4.4 Influence of Relationship Management on Job Performance

The research findings underscored the instrumental role of effective relationship management in fostering positive working relationships and promoting cooperation among employees. Proficient relationship management empowers employees to navigate their interactions with colleagues, supervisors, and stakeholders, ultimately enhancing their ability to collaborate harmoniously, resolve conflicts, and achieve common goals. This, in turn, leads to improved job performance. These results emphasize the significance of adept relationship management in creating a conducive environment for positive working relationships and collaborations, ultimately enhancing job performance. Notably, these findings align with a wealth of existing research that explores the influence of emotional intelligence on job performance.
For instance, Rani (2022) conducted a study in the aged care industry and found that employees' emotional intelligence, with a specific focus on relationship management, positively impacts the quality of care provided to patients, resulting in improved job performance. This highlights that employees who excel in managing their relationships with patients, colleagues, and supervisors are more likely to deliver better care and exhibit higher job performance.
Similarly, Razali et al. (2022) investigated the relationship between emotional intelligence and job performance within a manufacturing company in Malaysia. Their research identified a significant moderate correlation between emotional intelligence and job performance among operators. This suggests that employees with higher emotional intelligence, particularly in terms of relationship management, tend to display better job performance.
Vratskikh et al. (2017) explored the impact of emotional intelligence on job performance and job satisfaction among administrative employees in Jordan. Grounded in the ability model of emotional intelligence, their study unveiled a positive correlation between emotional intelligence, particularly relationship management, and job performance, as well as job satisfaction. The findings also shed light on the mediating role of job satisfaction in the relationship between emotional intelligence and job performance.
In summary, the study's results, coupled with the existing body of research, underscore the vital role of relationship management in enhancing job performance. Proficient relationship management equips employees with the skills to build positive working relationships, collaborate effectively, and resolve conflicts, contributing to improved organizational outcomes. As organizations continue to recognize the importance of emotional intelligence in the workplace, the practical application of relationship management skills may hold promise for boosting overall job performance and enhancing the work environment.

CHAPTER FIVE

CONCLUSION AND RECOMMENDATIONS

5.1 Overview 

This section presents the study's conclusions and offers practical recommendations derived from the specific objectives' research findings.
5.2 Conclusion

In conclusion, the research findings of this study provide compelling evidence of the significant impact of emotional intelligence on job performance within the Tanzania Education Authority. The study reveals that employees' self-awareness, self-management, social awareness, and relationship management skills are crucial drivers of their job performance. Employees who possess a heightened sense of self-awareness exhibit a deeper understanding of their strengths and weaknesses, enabling them to align their actions effectively with the organization's objectives, leading to improved job performance.
Likewise, the findings highlight the vital role of self-management in shaping employee behaviors and actions across various situations. Effective self-management empowers employees to regulate their emotions and responses, leading to more constructive and positive interactions with colleagues, supervisors, and stakeholders, ultimately enhancing job performance.
Furthermore, the study emphasizes the importance of social awareness in fostering better communication, empathy, and understanding of others' perspectives and emotions. Socially aware employees are better equipped to build positive working relationships and collaborations, contributing to a more cohesive and productive work environment that positively impacts overall job performance.
Additionally, the research underlines the significance of relationship management skills in navigating interpersonal dynamics and conflict resolution. Employees who excel in relationship management are more likely to foster teamwork, facilitate cooperation among team members, and achieve common goals, ultimately driving improved job performance.
5.3 Recommendations

Based on these significant findings, the study recommends several strategies to enhance job performance within the Tanzania Education Authority. Firstly, the organization should invest in comprehensive emotional intelligence training programs for its employees, providing them with the necessary tools and techniques to develop and apply emotional intelligence skills in their daily work.
Secondly, fostering a culture that values emotional intelligence should be a priority, with managers and supervisors serving as role models in promoting and practicing emotional intelligence in their leadership styles. A supportive and inclusive work environment that encourages emotional intelligence can have a profound impact on employee job performance and overall organizational success.

Moreover, the study suggests integrating emotional intelligence assessments into the recruitment and selection process to identify candidates with strong emotional intelligence traits. By hiring individuals with well-developed emotional intelligence skills, the Tanzania Education Authority can create a workforce that is better equipped to excel in their roles and contribute positively to the organization's growth.
Additionally, implementing regular performance evaluations and feedback sessions can provide employees with opportunities to assess their emotional intelligence development and receive constructive feedback for improvement. Recognizing and rewarding employees for their progress in enhancing emotional intelligence can motivate them to continue developing these essential skills.
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APPENDICES
Appendix I: The questionnaire

Dear respondent, I am Aidan Lucas, a student at Open University in Tanzania. I am investigating on the EMOTIONAL INTELLIGENCE IMPACTS ON JOB PERFORMANCE IN TANZANIA: A CASE OF TANZANIA EDUCATION AUTHORITY. You are kindly invited to provide your answers for each question of the questionnaire to the best of your knowledge. Your answers will be preserved strictly confidential and for academic purposes only.

Section 1: Demographic Information

1. What is your age? ……………

2. What is your gender?

a) Male

b) Female 

3. What is your current job position?

a) Manager

b) Officer

c) Ordinary staff

4. How long have you been working in your current position?

a) Less than a year

b) 2 – 5 years

c) More than 5 years 

Section 2: Self-Awareness

5. To what extent do you agree with the following statements?

	Statement 
	Strongly agree
	Agree 
	Neutral 
	Disagree 
	Strongly disagree

	I am aware of my own strengths and weaknesses.
	
	
	
	
	

	I am able to accurately assess my own performance.
	
	
	
	
	

	I am able to reflect on my own behavior and emotions.
	
	
	
	
	


Section 3: Self-Management

6. To what extent do you agree with the following statements?

	Statement 
	Strongly agree
	Agree 
	Neutral 
	Disagree 
	Strongly disagree

	I am able to manage my own emotions effectively.
	
	
	
	
	

	I am able to adapt to changing situations.
	
	
	
	
	

	I am able to prioritize tasks effectively
	
	
	
	
	


Section 4: Social Awareness

7. To what extent do you agree with the following statements?
	Statement 
	Strongly agree
	Agree 
	Neutral 
	Disagree 
	Strongly disagree

	I am able to accurately perceive others' emotions and reactions.
	
	
	
	
	

	I am able to understand others' perspectives and feelings.
	
	
	
	
	

	I am able to effectively communicate with others.
	
	
	
	
	


Section 5: Relationship Management

8. To what extent do you agree with the following statements?

	Statement 
	Strongly agree
	Agree 
	Neutral 
	Disagree 
	Strongly disagree

	I am able to effectively resolve conflicts with others.
	
	
	
	
	

	I am able to build and maintain positive relationships with others.
	
	
	
	
	

	I am able to inspire and influence others.
	
	
	
	
	


Section 6: Job Performance

9. How would you rate your overall job performance?

a. Excellent

b. Good

c. Average

d. Poor

10. To what extent do you agree with the following statements?

	Statement 
	Strongly agree
	Agree 
	Neutral 
	Disagree 
	Strongly disagree

	I am able to use the resources available to me efficiently
	
	
	
	
	

	I am able to meet or exceed the goals set for me
	
	
	
	
	

	I am able to respond to customer inquiries and complaints in a timely manner
	
	
	
	
	

	I am able to follow established procedures to ensure quality of services
	
	
	
	
	

	I am able to deliver services on time and meet deadlines
	
	
	
	
	


1. Appendix II: The Interview guide

2. What is your current position in this organization?

3. For how long have you been working in your position?

4. What do you know about emotional intelligence?

5. What do you know about job performance?

6. In your opinion, to what extent does self-awareness influence job performance?

7. In your opinion, to what extent does self-management influence job performance?

8. In your opinion, to what extent does social awareness influence job performance?

9. In your opinion, to what extent does relationship management influence job performance?

10. What factors do you think contribute to your job performance?

Emotional intelligence 


Self-awareness


Self-management


Social awareness (empathy)


Relationship management (social skills)





Job Performance


Efficiency


Effectiveness


Customer satisfaction


Quality of services


Timely delivery of services
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