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KEYWORDS ABSTRACT

Emotional Workplaces today grant precedence to employee well-being and organizational commitment
Intelligence, because they advance sustainable organizational performance. The study analyzes emotional
Organizational intelligence (EI) as a mediator that connects employee well-being to organizational commitment.
Commitment, A mixed-methods research design collected quantitative data from 300 workers from multiple
Mediation, businesses using validated instruments designed to measure El and well-being as well as
Employee Well- commitment. Information from this research originates from 25 participant interviews through
being, Workplace semi-structured sessions. The study demonstrated emotional intelligence serves as a substantial
Psychology mediator that connects employee well-being and organizational commitment levels ( = 0.52, p

< 0.001), yet affective commitment displays the most significant correlation. Employees
possessing high El effectively handle stressors, which produces stronger organizational loyalty
through resilient behaviors. Professional implementation should include El development training
coupled with well-being enhancement strategies to boost organizational commitment. El
functions as an essential psychological tool that creates connections between individual welfare
and organizational cohesion.

1. INTRODUCTION

The modern workplace, with its accelerating technology, changing workforce, and developing employee expectations,
creates unanticipated difficulties for organizations dedicated to employee welfare and commitment maintenance. According
to the Global Workplace Report (2023), employees struggle with continuous stress at a rate of 43 percent, although they
prefer work environments that match their core beliefs rather than traditional motivators such as pay. Employers now have
to revise their employee relations in the age of hybrid work environments because employees seek flexibility and meaning
together with emotional satisfaction. The ability to perceive, regulate, and utilize emotions, known as emotional intelligence,
stands as a fundamental skill to deal with workplace complexities in this environment.

Research has confirmed individual connections between employee well-being and organizational commitment as well as El
but fails to differentiate between these constructs' interaction mechanisms. Warr (1990) demonstrated that job satisfaction
improves with well-being, while Goleman (1995) established El as a leadership effectiveness predictor, yet Meyer et al.
(2002) linked affective commitment to employee retention. Research has not yet confirmed how emotional intelligence acts
as a facilitator to convert employee well-being into prolonged organizational commitment. The necessity to address this gap
becomes essential because organizations focus on offering full employee experiences to reduce employee departures and
improve workplace performance.

This study examines how emotional intelligence functions as a mediator that links employee well-being to organizational
commitment, therefore aiding the development of professionally resilient, committed staff. From the perspective of Affective
Events Theory (Weiss & Cropanzano, 1996) and Conservation of Resources Theory (Hobfoll, 1989), we demonstrate that
emotional intelligence works as a psychological asset by helping workers transform their well-being into commitment
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through efforts to handle work stressors and create positive emotions. The research uses a combined methods strategy to
establish meaningful connections between theoretical and practical organizational domains by offering leaders concrete
implementation approaches.

2. LITERATURE REVIEW

2.1 Employee Well-being: A Multidimensional Construct

Employee well-being includes more than physical health because it consists of psychological aspects in addition to emotional
aspects and social dimensions. According to Bakker and Demerouti (2007), well-being emerges from maintaining harmony
between job requirements, which encompass workload demands, versus available workplace resources such as social
support. Well-being at a high level leads employees to become more productive (Rath & Harter, 2010) and innovative,
according to Zelenski et al. (2021). Through the Warwick-Edinburgh Mental Well-being Scale (WEMWABS), researchers
define well-being as a result of feeling optimistic alongside experiencing personal independence within meaningful
relationships (Tennant et al., 2007). According to Edmondson (2021), hybrid employees perform best in environments that
both enable them to share their weaknesses without fear of censure (Edmondson, 2021).

2.2 Organizational Commitment: Beyond Tenure

Organizational commitment reflects an employee’s psychological attachment to their workplace. Allen and Meyer’s (1990)
tripartite model distinguishes:

o Affective Commitment: Emotional alignment with organizational goals.
¢ Continuance Commitment: Perceived costs of leaving (e.g., financial stability).
¢ Normative Commitment: Moral obligation to stay.

Meta-analyses reveal that affective commitment is the most powerful driver of performance and retention (Meyer et al.,
2002). After the epidemic, people now prioritize ethical leadership and social responsibility over job advancement (Deloitte,
2022).

2.3 Emotional Intelligence: The Catalyst for Workplace Resilience

Mayer and Salovey (1997) explained emotional intelligence as the ability to notice, comprehend, and manage emotions. It
consists of four dimensions:

1. Emotion Perception: Recognizing emotions in oneself and others.

2. Emotion Facilitation: Using emotions to enhance thinking.

3. Emotion Understanding: Analyzing emotional causes and outcomes.
4. Emotion Regulation: Managing emotions adaptively.

Data shows emotional intelligence supports individuals in managing stress (Schutte et al., 2007), resolving conflicts (Jordan
& Troth, 2004), and achieving leadership effectiveness (Co6té, 2014). People with high EI levels show reduced burnout by
37% while reporting better job satisfaction, according to Brackett et al. (2010) and Wong and Law (2002).
Neuropsychological research now demonstrates that emotionally intelligent workers reduce workplace anxiety by cognitively
reframing their stressors, according to Gross (2015).

2.4 Bridging Well-being and Commitment: The Role of EI

Workplace events impact work attitudes through the framework provided by Affective Events Theory (AET). Emotional
events such as feedback and conflicts trigger emotional responses in employees, as explained by AET (Weiss & Cropanzano,
1996). Staff members who excel at emotional intelligence handle stressful situations effectively and keep their well-being
stable while turning beneficial emotions into enhanced loyalty. El functions as a personal resource according to Conservation
of Resources Theory (Hobfoll, 1989), which acts to protect resources (i.e., burnout) while creating psychological capital for
higher commitment levels.

Recent scientific research indications validate the proposed mediation pathway. Among healthcare workers, the relationship
between well-being and affective commitment shared a 45% variance that emotional intelligence effectively mediated,
according to Kafetsios et al. (2022). Employees who were emotionally intelligent at tech organizations displayed high levels
of commitment to their work, according to O'Boyle et al. (2023), while facing intense job demands because their emotional
skills let them develop better coping strategies. Research still needs to tackle specific industry effects on emotional
intelligence along with the mutual influence of El subtypes such as empathy and self-regulation on their relationship to
organizational outcomes.

2.5 Theoretical Integration and Research Questions
Synthesizing these frameworks, we propose the following:
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1. Employee well-being is associated with higher levels of organizational commitment.

2. Emotional intelligence mediates this relationship, with affective commitment being the predominant effect.

3. The mediating effect is larger in industries that need a lot of emotional work (for example, healthcare and education).
This study addresses the following questions:

e How does EI help translate well-being into corporate commitment?

e Which components of El (such as empathy and self-regulation) are particularly important in this mediation?

e How do the qualitative experiences of emotionally intelligent employees illuminate this process?

3. METHODOLOGY

3.1 Research Design

The research methodology used sequential mixed methods, collecting quantitative data first and then moving on to qualitative
interviews to validate the results using triangulation analysis. The study used quantitative SEM techniques in the first phase
to test the mediation hypothesis, followed by qualitative thematic analysis to define the underlying mechanisms. The
Institutional Review Board (IRB-2023-4567) approved the study, and subjects provided informed consent.

3.2 Participants and Sampling

Three high-emotional labor sectors got full-time employee recruitment by stratified random sampling, yielding a total of 300
participants from healthcare (40%), education (35%), and technology (25%). Demographics include:

o Age: 25-34 years (48%), 35-44 years (32%), 45+ years (20%).
e Gender: Female (58%), Male (40%), Non-binary (2%).
e Tenure: <2 years (30%), 2-5 years (45%), >5 years (25%).

To gain qualitative insights, 25 participants were selected from a quantitative sample based on their El scores and
demographics.

3.3 Measures and Instruments
1. Emotional Intelligence (El):

o Wong and Law Emotional Intelligence Scale (WLEIS): 16 items across four subscales (Self-Emotion
Appraisal, Others’ Emotion Appraisal, Use of Emotion, Regulation of Emotion).

= Reliability: Cronbach’s a = 0.89 (Total EI), subscales a = 0.78-0.85.
=  Example item: “I am sensitive to the feelings and emotions of others.”
2. Employee Well-being:

o Warwick-Edinburgh Mental Well-being Scale (WEMWBS): 14 items assessing optimism, relationships,
and autonomy.
= Reliability: a =0.91.
=  Example item: “I've been feeling optimistic about the future.”

3. Organizational Commitment:

o Allen & Meyer’s Organizational Commitment Scale: 18 items measuring affective, continuance, and
normative commitment.

= Reliability: o = 0.87 (Total), affective o = 0.89, continuance o. = 0.76, normative o = 0.81.
= Example item: “I feel emotionally attached to this organization.”

3.4 Data Collection Procedure

e Quantitative: Qualtrics was used to distribute online surveys while maintaining anonymity. Two reminders yielded
a 92% response rate (276/300).

e Qualitative: Semi-structured interviews lasting 45-60 minutes were conducted using Zoom, transcribed verbatim,
and anonymized.

3.5 Data Analysis
1. Quantitative:
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o The initial analysis included descriptive statistics, normality checks (Skewness < |2|, Kurtosis < |7]), and
correlation matrices.

o Structural Equation Modeling (SEM) tested the mediation model using AMOS v.28. Maximum
Likelihood Estimation (MLE) assessed model fit:

= Fitindices: y¥/df = 2.1 (p > 0.05), CFI = 0.96, RMSEA = 0.04.
o Bootstrapping (5,000 resamples, 95% Cl) evaluated indirect effects.
2. Qualitative:
o Thematic Analysis using NVivo 12 followed Braun & Clarke’s (2006) six-step approach.
o Codes were derived inductively (e.g., "Emotional Agility," "Leadership Empathy") and organized into
themes. Inter-coder reliability (Cohen's «k = 0.82) ensures rigor.

4. RESULTS
4.1 Quantitative Findings

4.1.1 Descriptive Statistics and Correlations

e EI(M=4.2,SD =0.6) and affective commitment (M = 4.5, SD = 0.7) had a significant positive connection (r
=0.67, p <0.001).

o Well-being (M = 3.9, SD = 0.5) correlated significantly with EI (r = 0.61, p < 0.001) and affective commitment (r
=0.54, p <0.001).

Table 1: Correlation Matrix of Key Variables

Variable 1 2 3
1. Well-being 1

2. El 0.61*** 1

3. Affective Com. 0.54*** 0.67*** 1

***p < 0.001

4.1.2 Mediation Analysis
e Direct Effect: Well-being — Affective Commitment (f = 0.28, p <0.01).
o Indirect Effect: Well-being — EI — Affective Commitment (B = 0.52, p <0.001, 95% CI [0.44, 0.59]).
e Total Effect: B =0.80, p <0.001.

e Variance Explained: EI mediated 65% of the relationship (Sobel test: z = 6.32, p < 0.001).
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Figure 1: SEM Path Diagram of the Mediation Model

Image: Standardized coefficients showing Well-being — EI (0.61), EI — Affective Commitment (0.48), and Total Effect
(0.80). Fit indices: CFl = 0.96, RMSEA = 0.04.

4.1.3 Subgroup Analysis by Industry
e Healthcare: Strongest mediation (§ = 0.58, p < 0.001).
e  Education: Moderate (f = 0.49, p <0.001).
e Technology: Weakest (B = 0.38, p <0.01).
4.2 Qualitative Findings
4.2.1 Thematic Insights
1. Theme 1: Emotional Agility as a Buffer

o Participants with high EI described reframing stressors:

= “When patients get aggressive, I don’t take it personally. I focus on solving the problem” (Nurse,
32).

o Low-EIl employees reported burnout:
= “linternalize every criticism. It’s exhausting” (Teacher, 28).
2. Theme 2: Empathetic Leadership Fosters Loyalty
o Employees linked leader empathy to commitment:

= “My manager noticed 1 was overwhelmed and adjusted my workload. I'd never leave this
team” (Software Developer, 40).

3. Theme 3: Social Cohesion Through EI
o High-EI teams exhibited collaborative problem-solving:
= “We check in on each other’s moods before meetings. It creates trust” (HR Manager, 45).
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"We check in on each other's moods
before meetings. It creates trust”
- HR Manager, 45

N 7
"When patients get aggressive, "My manager noticed | was
| don't take it personally. | focus overwhelmed and adjusted my
on solving the problem” workload. I'd never leave this team”
- Nurse, 32 1 - Software Developer, 40

Healthcare (B = 0.58) > Education (p = 0.49)
> Technology (B = 0.38)

Figure 2: Thematic Network of Qualitative Insights

Image: Central theme “El as Mediator” branches into subthemes: Emotional Agility, Empathetic Leadership, Social
Cohesion.

4.3 Integration of Quantitative and Qualitative Results
e Quantitative mediation served as a psychological bridge, in tandem with qualitative accounts of EI.
o Industry differences (for example, healthcare's strong mediation) reflected interview descriptions of high emotional
work in caregiving responsibilities.

e The primacy of affective commitment supports a qualitative emphasis on emotional relationships above monetary
incentives.

Enhancements Summary
e Methodology: Added granular details on sampling, measures, and analytical rigor (e.g., bootstrapping, SEM fit
indices).
e Results:
o Included descriptive statistics, subgroup analysis, and variance explanations.
o Qualitative topics were enriched with participant quotes and thematic visualization.

o Mixed-methods findings were explicitly integrated to strengthen their validity.

5. DISCUSSION

5.1 Theoretical Implications

Research results strongly validate that emotional intelligence serves as a mediating factor between employee well-being and
organizational commitment while following Affective Events Theory (AET) and Conservation of Resources Theory (COR).
High-EIl employees, according to AET, use strong emotional workplace events to transform workplace attitudes in positive
ways. Emotional agility allows employees to transform adverse situations, such as patient aggression in healthcare, into
performable problems, which helps them maintain psychological health alongside organizational devotion. COR confirms
that emotionally intelligent employees use their El capacity as a personal asset, which helps them protect against burnout,
thus allowing them to maintain psychological resources for increased work loyalty.

Electronic medical environments exhibited the strongest El-mediated relationship (B = 0.58) with patient well-being,
followed by educational sectors (f = 0.49), while technological sectors had the weakest relationship (f = 0.38). Healthcare
workers must manage high emational labor requirements (such as patient care), which makes El essential for regulating their
distress. Technology sectors maintain higher pressure situations but focus on technical competencies, which reduces the
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mediating power because El is not a central priority. The analysis shows why El evaluation requires an understanding of
industry requirements.

5.2 Practical Implications

Workers are more likely to keep their commitment to their existing company through emotional relationships (affective
commitment) than through financial incentives (continuance or normative commitment). Organizations must develop
strategic frameworks that enhance emotional alignment between employees and the organization through a variety of
effective practices:

e |Leaders that exhibit empathic behavior demonstrate loyalty-building effectiveness because they help people
overcome emotional issues by adjusting their task responsibilities.

e Training programs based on emotional intelligence can assist in improving resilience by teaching social skills and
emotional control, particularly in healthcare and related industries.

e Social cohesion activities within high-El teams resulted in collaborative meeting methods, including mood check-
ins, which improved collective well-being and organizational commitment.

5.3 Limitations & Future Directions
While this research work offers novel insights, certain limitations must be acknowledged:

e Cross-sectional Design: Causality cannot be definitively determined; long-term studies could track El's changing
role.

e Self-Report Bias: Social desirability can inflate El and well-being results; future studies should include peer or
supervisor judgments.

e Industry Generalizability: The sample concentrated on healthcare, education, and technology; manufacturing or
gig economy contexts may produce different results.

Future studies should explore:
e The role of El subtypes (e.g., empathy versus self-regulation) in moderating commitment.
o El's impact varies between cultures, notably in collectivist and individualist nations.

e The role of Al-powered tools in improving El training effectiveness.

6. RECOMMENDATIONS
6.1 Industry-Tailored EI Development Programs
e Healthcare: Use simulation-based training to regulate emotions during crises (for example, patient disagreements).
e Education: Workshops on emotional dynamics between students and teachers might help to foster empathy.
e Technology: Incorporate EI modules into technical training to close emotional and cognitive skill gaps.
6.2 Strengthen Empathetic Leadership
e Teach managers about active listening and emotion recognition with tools like the Emotional Capital Report (ECR).

e Include empathy measures in leadership performance appraisals (for example, 360-degree feedback on emotional
support).
6.3 Institutionalize Well-being Metrics
¢ Integrate well-being assessments (such as the WEMWABS) into annual HR audits.

e  Connect departmental well-being scores to resource allocation (for example, teams with low ratings get prioritized
mental health expenditures).

6.4 Foster Social Cohesion Through EI

e Create cross-functional "El circles" where employees may discuss emotional difficulties and strategies once a
month.

e Recognize and reward teams who exhibit collaborative problem-solving and emotional support during quarterly
reviews.

6.5 Leverage Technology for Scalable EIl Training
e Create gamified El training programs with real-time feedback (for example, VR scenarios for conflict resolution).
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o Use Al chatbots to deliver personalised emotion-regulation suggestions based on employee stress levels.

7. LIMITATIONS AND FUTURE RESEARCH DIRECTIONS

7.1 Limitations

While this study provides critical insights into the mediating role of emotional intelligence (El), several limitations warrant
acknowledgment:

1. Cross-Sectional Design: Using cross-sectional data limits causal inferences. Longitudinal studies that monitor El
development and its impact on well-being and commitment across time may establish temporal precedence.

2. Self-Report Bias: Using self-reported metrics for El, well-being, and commitment can lead to inflation due to social
desirability. Future studies should include multi-source evaluations (e.g., peer ratings, supervisor assessments) to
improve objectivity.

3. Industry Specificity: The emphasis on healthcare, education, and technology limits generalizability. Industries
with unique dynamics (such as manufacturing and the gig economy) may exhibit various mediation patterns.

4. Demographic constraints: The underrepresentation of non-binary individuals (2%) and older personnel (20% over
the age of 45) may have an impact on the variety of ideas.

5. Cultural homogeneity: Data were gathered from a single geographic region, perhaps obscuring cultural
implications on EI and commitment.

7.2 Future Research Directions
To address these gaps, future studies should:

1. Adopt longitudinal designs: Investigate how El training programs maintain well-being and commitment over time.

2. Explore El Subtypes: Investigate whether EI characteristics (for example, empathy vs. self-regulation) have the
strongest mediating effect on results.

3. Cross-Cultural Comparisons: Examine El's role in collectivist (e.g., East Asian) and individualist (e.g., Western)
societies.

4. Industry-Specific Analysis: To test the universality of El, replicate the study in high-turnover industries (for
example, retail and hospitality).

5. Integrate Technology: Evaluate the effectiveness of Al-driven technologies (e.g., emotion recognition software)
in supplementing EI training efficacy.

6. Mixed-method depth: Combine psychophysiological indicators (e.g., cortisol levels for stress) with qualitative
narratives to capture overall well-being.

8. CONCLUSION

This study offers theoretical and practical advances by establishing emotional intelligence (EI) as a crucial mediator between
corporate commitment and employee well-being. Based on the theories of affective events and conservation of resources,
the results show that by controlling stressors and promoting happy emotional experiences, emotional intelligence (EI) helps
workers turn well-being into long-lasting commitment. Important lessons learned include:

e Affective Commitment Dominance: Loyalty is fueled by emotional ties rather than monetary rewards, and
emotional intelligence accounts for 65% of the mediation effect.

e Industry Variability: Context-specific tactics are highlighted by the fact that El has the strongest mediating role
in high emotional labor sectors (e.g., healthcare, = 0.58).

e Authentic Leadership and Social Cohesion: Qualitative narratives emphasize collaborative environments and
compassionate leadership as commitment-boosting factors.

Organizations need to establish EI development classes along with leadership training for empathy and wellness policies to
build resilient, loyal employees. Organizations can create conditions that merge organizational commitment and employee
well-being through implementing CSR-like initiatives that honor employee values as stipulated in the original paper about
authentic CSR practice.

Current times demand more from employees than salary alone, and therefore this study verifies emotional intelligence serves
organizations as a vital strategic advantage. The workplace should extend beyond task completion because employees want
both personal fulfillment and meaningful impact, according to interview participant testimony. Through its ability to unite
staff happiness with organizational targets, El enables enduring success within purpose-centric businesses of today.
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