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Emmanuel Olaniyi, Dunmade!
Ismaila Bolarinwa, Kadiri'
Modupe Olayinka, Ajayi*

Dare Joseph Enimola’

bstract
he management of the organisation's ability to control employees ' emotions and

& well being able to guarantee positive manipulation of these can be
*- nsidered as an effective strategy in ensuring proper t’.'mpl'ﬂ}’t'ﬂ,‘;" engagement in
¢ workplace. The study therefore examines the effect of amn.':'mu.-f'r'nm':'fggm.u
n the emplovees ' engagement in the 7up bottling company, Horin, Kwara State,

igeria. Simple random sampling technique was adopted for the study with the
e of structured guestionnaire [0 gather the required information from the
included simple percentages and

espondents. The descriptive stafistics used

tables, while inferential statistics emplayed was Pearson Correlation. The
findings of the study showed that emotional intelligence variables (self-
awareness, and self = management) have effect on employees ‘engagement in the
Fup bottling company, lorin. The findings of the study indicated that there is
positive and significant relationship between emotional intelligence variables
(self-motivation and empathy) and emplayees’ engagemeni in the organisation.

The study therefore recommends establishment of impartial systems capahle of
making the company 10 institure fair compensation systems that will design jobs
towards improved employees’ engagement.
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Effect of Emi ional Intelligence on £ i
- nployees’ Engagomy
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Ip the other ]'I'.'ll‘l.lj,. t:mplu}rggsr- E'nmml . Hyrtn, Kwara Siarte. MNigeria
of the key factors that contribute .ihl'm'ﬂﬂ;ﬁr-a:zm{ﬂn by Woodruffe (2006) is one
work since every organisation these : da E-. Jla ﬂuntunam:r ]
competitive advantage and build long Y8 plans or stralegics 1o creale
s ge and build long lasting reputation capable of facilitati

prompt achievement of its strategic goals, This is becaustp?t . [1}h ““':“‘“"“E
engaged employees that can help in ensuring for their cstaplishment the L::r:l
desired outcomes. As @ resull, managers at work are expected to be able 10
properly engage employees for optimum job performance since workforces who
are energelic, VICArious, passionate about their assigned tasks, and who can exert
discretionary efforts are required for the organisation to compete favourably with
15 rivals so as not 1o be forced out of operation. More also, an organisation
through  its management team must be able to direct employees' emotions and
hearts towards their assigned tasks if the set goals and the predetermined
shiectives are to be promptly realised, and this could only be possible through
integration of emotional intelligence into the work environment.

f competitive

As stated h}f Alias {Znﬂ'ﬁj, in the mﬂdﬁm day, the wm-kpia:c".s workloads and
demands in addition to the globalisation have seriously necessitated the need
for employees’ training and duwlﬂp'rmunt-.pmdhminamly in the area 1ut' :_ncnml
agility and emotional intelligence. Hauptfleisch and Uys (2006) maintuin thal

these are required due 10 the enormous challenges such as high staff turnover,
hsenteeism and burnout in the organisations ¢

onsequent to the high standards;
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E,
[fect of Work Engagement on Employees Job Performance in Osun State University,
in forth of lnteet - | Osogbo, Nigerla
organisation arl::::;; m_‘-’“t?mﬂﬂﬂ, the provision of work environment, ete. Most
o what il ﬂfgﬂlﬁsaﬁz?:c ng results from the employee but not paying attention
been wiithna 0 T £ offer the employee. Capable research and studies has
longet vtk & Wit u;le smﬂ?ﬂttﬂr but work flexibility, high work pressure and
towards thelnie o ;img out many wnr.kem, reducing their engagement
nerforuane banl-gmamnl i;l! hqﬂ r:s_;:!cmally, in Nigerian Universities staff
behavione Unw:ﬁ > achieved if ;taff are engage in productive work
productive M ity therefore always encourages her staff to engage in
ettt ol el l‘p‘_‘!ltihur in order to EI"!I‘IH.IP.::B organisational efficiency and
e uaeh‘!_i!n out such_, _the university may not be able to survive in
: porary I}'pericnmpetltwe world of education. The following
ypotheses was generated for the study:
Hol: There is a significant contribution of work engagement to employee's job
performance.
Ho2: There is a significant relationship between work engagement and
employee's job performance.

Literature Review

Work Engagement and Performance

A series of studies have been conducted linking work engagement and
performance providing initial support for the motivational process. For example,
work engagement correlates with attitudinal measures such as organisational
commitment on the bases that commitment can also be used to identify
engagement (B - & Schaufeli, 2016). However, research investigate whether
engagement mediates the relation between job resources and performance found

R e |

that an increase injeb resources led to higher work engagement and lower

Equally, the pmpmqmty of abnnrm!ai states to nngagcr_'nenl that upg;rades
performance in terms of task execution within and outside the organisation

; nt_apparen ,urguil tional behaviour, profitability, voluntary effort,
ovetlend of work, over time of working hours, and customer satisfaction

tributed to employee’s job performance

epentovee’s Job Performance
Tm:‘;"g:ﬁ 1 demands-resources model (Schaufeli & Bakker, 2016) the
Deriv et m e 3 WE) (Bakker & Demerouti, 2015) assumes that all jobs
JDRI;'H. o "\ erssources”. Job demands refer to those physical,
ol

ﬁwsﬁﬁdﬁﬂ aspects of the th that rgquin: s‘usmipcd
and are therefore associated with certain physiological
as (mental) fatiguc. Job resources refer to those job
e with job demands (e.g. autonomy or support from

% i attaining work-related goals, or lead to personal
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I line with Mayer. Salovey and Caruso (1999), emotional intelligence méd
ability having o do with rcrﬂﬂgﬂﬂ“f'ﬂﬂﬂd regulation of emotions in self and @
T mj.liEE this information to influence Ihinking and actions. Mﬂ}’ﬂl’, Sal
Caruso (1999) maintain further that emotional intelligence includes the abi
perceive, appraise and express emotion accurately and adaptively; the bil
understand emotion and emotional knowledge; the power to access and
ﬁ::!ings where they facilitate cognitive activities and adaptive aclini'g
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Theoretical Review i

In an effort 1o illustrate the relationship between emotional intelligence ani
employees’ engngement, ability based theory upon which this study was anchores
was consequently reviewed.

Ability Based Theory

Daniel Goleman presented the ability-based theory,
useful information sources that help in makin
mm:i:-,; It therefore considers emotiona
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i . . T . R
Andividuals at work vary in their ability 1o FYUT:EI:: _r“?“ﬂnc?, It maintains th
hature and in their abi | proce s o
: Processes to a wider perception, _T

e into four types of akili: e
These are porecrne - Oiities thatisy

The theory sees emations'a
g one to navigate the socia
| intelligence as a wide array

lity to relate emotio

1= .. | i I nu
Thao llum classified emotional intelligen
possessed by organisation's warkioree. *

sy SORINg emotions, and mangi Percelving emotions, usin
10k - 5 J gln n » R
% manifested in certyin adaptive behay ;éuu::ﬁ“lmns. all of which are see

ere “r“"’"ﬂlmiun and regre
€ Indicated (hyy there exist
N emationy "X

intelligence and

-



|

il i
el Avalyt Jpuprnidd O

Data Pres

[he results O { {'.IJI.;: I jundred 8Nt

O :
the total numbe s
gdministered on the staff membs Hed

ight (108) copies WELE,
and Eight (} Ldred and Eight

e ScIi
we
= ?Llp l'il

1l I'rr.rwr-.i'.'fyqf

v .T'”'

hle | through 4. L
pies of question .
[lorin, One Hund
_the analysis®

. from

l.*“.'ff‘“-"']

:,‘mnpun_"r'v
d. [Hence

;1l1l1i|:iru=

Wtling

and n.'lLtl'I‘rL‘_

dents -
built on One Hun jes of 1EE~E£1EE—_[_ Percentage (38)
hie fhd_——n"““ﬂﬂy”:[_f&q_“"ﬂ;_—

Table 1: Soclo-demOBTEErr fohes L 473

Soclo-demagraphic TAZ= 51 :

7 ¥ 3

Gender: % 100
Male 108
Tm:J S - 238
Age (Years): 2 60.3

20-30hears . 9.5

31.40yean 10 63

4]-5ivens3 .
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Single &8 ﬁ;::
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| Total -
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WEE = i 4

Bachelor Degree HND 54 gi
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FhD or other 2 2.4
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4-Tyears 48 429
g 6 6.3
. Above 10 years . : ﬁ

| Teral 108 100 :

~ Source: Field Survey, 2020
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