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Abstract. This study investigated the mediating role of employee well-being and engagement in the relationship
between emotional intelligence and turnover intentions. It also investigated the interactional effect of perceived
organizational support in the relationship between emotional intelligence and mediators (employee well-being
and engagement). Stratifying simple random sampling technique was used for data collection. 450 questionnaires
were distributed among the employees of different banks at Islamabad and Rawalpindi. Data were analyzed
through reliability testing, correlation and regression analysis. The results showed that employee well-being and
engagement mediate the relationship between emotional intelligence and turnover intentions; whereas, perceived
organizational support positively moderates the relationship between emotional intelligence and mediators as
well. Managerial implication, limitation and direction for future studies are included in the paper.

1 Introduction

Researchers from psychology, HRM and OB are
focusing on studies related to emotional intelligence
(Mayer et al., 2003). In management studies emotional
intelligence is the predictor of organizational outcomes
(Jordan and Troth, 2011). Emotional intelligence de-
fined as “the ability to monitor one’s own and oth-
ers’ feelings and emotions, to discriminate among them
and to use this information to guide one’s thinking and
actions” (Salovey and Mayer, 1990). Bande et al. (2015)
stated that emotions are the intrinsic part of workplace
but very fewer studies investigated the emotions at
workplace. Whereas, in competitive environment or-
ganizations need employees and leaders who work ef-
fectively, are adaptive in nature, customer focused and
constantly focusing on the improvement of process and
system.

The level of emotional intelligence (EI) of employ-
ees refers to their own perception about their own emo-
tional skills and abilities, personality traits and behav-
ior that help them in managing themselves according
to environmental pressure and demands. Many re-
searchers investigated the effect of emotional intelli-
gence on organizational work related outcomes, such
as, job performance, job satisfaction, turnover inten-
tions, turnover (Sy et al., 2006; Trivellas et al., 2011).
Low level of stress, anxiety, burnout, turnover and
well-being is associated with higher level of emotional
intelligence (Karimi et al., 2014; Nikolaou and Tsaousis,
2002; Por et al., 2011; Slaski and Cartwright, 2003;

Tsaousis and Nikolaou, 2005).
In today’s environment organizations focus on em-

ployee’s well-being in order to enhance employee sat-
isfaction and help the organizations to flourish, grow
and change according to environmental demands en-
abling organizations to compete at international level
(Karimi et al., 2014). Well-being defined as “an em-
ployee’s quality of life and psychological status at
work” (Siegrist and Rödel, 2006). Durán et al. (2004)
stated that emotional intelligence enhances the em-
ployee’s well-being. When employees are emotion-
ally intelligent, then they are more engaged with their
work. Saks (2006) defined employee engagement as
“an emotional and intellectual commitment to the or-
ganization”. According to Zhu et al. (2015) employee
engagement is an outcome of emotional intelligence.

Their study results showed that when employees
perceived support from their organizations to be sup-
portive, they feel more attachment to their organiza-
tion. Perceived organizational support defined as “em-
ployee’s perceive their organization either being favor-
able or unfavorable with the workers and associate
it with humanly features” (Eisenberger et al., 1986).
Cullen et al. (2014) stated that perceived organizational
support has positive impact on job satisfaction and job
performance.

In today’s global and competitive environment or-
ganizations need competent and intelligent employ-
ees to meet environmental challenges, and the reten-
tion of those competent employees is the main prob-
lem in the organizations. Managers with higher emo-
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tional intelligence need high organizational support so
that their satisfaction level will be high, leading to de-
crease in the intention to quit. Many researchers inves-
tigated the relationship between emotional intelligence
with turnover intentions (Rahim et al., 2015), employ-
ees engagement (Mahon et al., 2014; Pena Garrido and
Extremera Pacheco, 2012; Zhu et al., 2015) well being
(Agrawal and Khan, 2015; Karimi et al., 2015, 2014), and
perceived organizational support (Mahon et al., 2014;
?). There exists a gap in EI literature, particularly the
literature on the interactional effect of perceived orga-
nizational support with EI and dependent variables, i.e.
employee well-being and engagement, while the me-
diating role of both employee well-being and engage-
ment in the relationship between EI and turnover in-
tentions is also understudied. Therefore, current study
aims to fill this gap.

Present study will help the managers in banking
sector to understand the role of EI related to employee
turnover. Secondly, it will help them to understand the
role of employee engagement and well-being related to
employee turnover. Thirdly, it will also help the man-
agers to understand the role of organizational support
and its effect on employee engagement and well-being.
Gaining an insight into the emotional intelligence and
perceived organizational support would help individ-
uals in both capacities to increase their engagement at
individual level.

2 Literature Review

2.1 Emotional intelligence and Turnover
Intention

Emotional intelligence has been an area for concern
for the researchers. The research on the subject has
evolved through many years dating back to 1990 when
first paper on emotional intelligence was published. In
1990, Salovey and Mayer (1990) defined EI as “the abil-
ity of an individual to precisely feel emotions, to ac-
cess and create emotions in order to support thoughts,
to appreciate feelings and emotional knowledge, and
to thoughtfully control emotions in order to promote
emotional and intellectual development”.

The research on EI has been primarily based on
three theoretical models; i.e. “Ability Model” by Mayer
(1997); the Emotional - Social Intelligence Model by
Bar-On (1997) and the Emotional Competencies Model
presented by Goleman (1998). For the purpose of
this study ability Model (Mayer, 1997) will be utilized.
Mayer (1997) has described EI as “the ability to perceive
accurately, appraise, and express emotions; the ability
to access and/or generate feelings when they facilitate
thought; the ability to understand emotions and emo-
tional knowledge; and the ability to regulate emotions
to promote emotional and intellectual growth”. The

emotional intelligence theory emphasizes emotional in-
telligence and the level of job performance of employ-
ees. According to this theory, employees with higher
emotional intelligence are more satisfied with their job
as compared to employees with low emotional intelli-
gence.

Turnover of workforce is defined as “the number of
employees that quit within a given time period, usually
one year, in relation to the total number of employees”
(Sellgren et al., 2007). The intention of workers to leave
their current job is both disturbing for managers and
organizations for the reason that the employees intend-
ing to leave when quitting is a costly affair for the orga-
nizations. It requires hiring fresh employees and also
adversely affects the services being provided by the or-
ganization (Sellgren et al., 2007).

Previous researches established a negative relation
between EI and turnover (Carmeli, 2003; Firth et al.,
2004; Goleman, 1998; Lee and Liu, 2007). Wong and
Law (2002) posited the establishment of negative re-
lationship between emotional intelligence (EI) and
turnover intention; thus higher the EI lesser will the
employee’s intention to quit. According to Mayer
(1997) ability model of emotional intelligence, high
level of EI employees show high performance; there-
fore, employees with higher emotional intelligence
have very low intentions to quit. Thus, based on the
literature it is hypothesized that:

H1. Emotional intelligence is negatively associated with
turnover intention.

2.2 Employees Well-being as a mediator

The literature available on psychology and sociol-
ogy have proposed three categories of wellbeing (Grant
et al., 2007), comprising physical, social and psycholog-
ical wellbeing. Psychological wellbeing is studied as
the consequence of the hedonism and the eudemonism
(Ryan and Deci, 2001). Hedonism is the feeling of
employees about their work in organizations which is
measured through employee’s job satisfaction (Locke,
1976; Weiss, 2002); whereas, eudemonism refers to em-
ployees’ perception that they are able to express their
abilities (Wrzesniewski et al., 2003).

Employee well-being may be defined as an em-
ployee’s quality of life and psychological status at
work (Siegrist and Rödel, 2006). Many researchers
have conceived that employees with higher emotional
intelligence are more satisfied with their emotional
well-being (Goleman, 1995; Salovey and Mayer, 1990;
Salovey et al., 1995) and employees who have more
control over their emotions have comparatively bet-
ter perception of life and are considered emotionally
healthier. Many researchers investigated the relation-
ship between EI and well-being, while their study re-
sults showed that employees scoring high on emotional
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intelligence are less prone to depression and unhappi-
ness (Schutte et al., 1998), which leads to higher opti-
mism (Schutte et al., 1998) and more satisfaction with
life (Ciarrochi et al., 2000). Therefore, based on the lit-
erature it is hypothesized that:

H2. Emotional intelligence is positively associated with
employee wellbeing.

Earlier researchers found a link between well-
being and organizational commitment (Wright and
Cropanzano, 2000). According to Brunetto et al. (2012)
well-being predicted the police officer’s organizational
commitment and their intentions to leave current job.
Hence it is hypothesized that:

H3. Wellbeing is negatively associated with turnover
intention.

The relationship between EI and turnover is jus-
tified and supported by above arguments; whereas,
wellbeing and turnover intentions relationship is justi-
fied through previous research and hypothesized in
above section. The mediating role of wellbeing in
the relationship between EI and turnover intentions
is explained with the help of past studies. Brunetto
et al. (2012) examined the effect of emotional intelli-
gence upon the job satisfaction, well-being and en-
gagement of police officers in explaining their orga-
nizational commitment and turnover intentions and
results revealed that EI predicted police officers’ per-
ceptions of well-being and job satisfaction, which in-
fluenced engagement and affective commitment and,
subsequently, negatively affected turnover intentions.
Brunetto et al. (2013) investigated the effect of work-
place relationships (perceived organizational support,
supervisor’ nurse relationships and teamwork) on the
engagement, well-being, organizational commitment
and turnover intentions of nurses working in Aus-
tralian and USA hospitals and finding suggested that
well-being is a predictor of turnover intentions. Hence
it is hypothesized that:

H4. Employee well-being mediates the relationship be-
tween EI and turnover intentions.

2.3 Employee Engagement as a mediator

Kahn (1990) defined engagement as a work sit-
uation where employees find work meaningful, and
consequently, they want to, and can invest in their
work to achieve personal and career benefits. Saks
(2006) defined employee engagement is that as “an
emotional and intellectual commitment to the organi-
zation”. Brunetto et al. (2012) research on police officers
showed that emotional intelligence was the motiva-
tional factor for employee’s engagement with job sat-

isfaction and well-being as mediator. In the same way,
Pena Garrido and Extremera Pacheco (2012) found that
emotional intelligence of teachers was associated with
higher levels of engagement. According to Zhu et al.
(2015) employee engagement is an outcome of emo-
tional intelligence. Based on the above it can be hy-
pothesized that:

H5. Emotional intelligence is positively associated with
employee engagement.

Recently turnover has become an area of concern
for organization as it raises the requirement of hir-
ing and later on training new employees (Thanacoody
et al., 2014) and for the reason has evolved greater at-
tention to increase the attachment of employees with
the parent organization. Employees who are more
engaged with their organization stick to their orga-
nization (Shuck and Reio Jr, 2014). On the other hand
disengaged employees are more likely to quit parent
organizations. Literature review suggests that engage-
ment has an inverse relationship with intention to leave
(Saks, 2006). This negative association between work
engagement and intention to quit is highlighted by SET
(Halbesleben, 2010; Rousseau, 1995). Based on this it
can hypothesize that:

H6. Employee engagement is negatively associated with
turnover intentions.

The relationship between EI and turnover is jus-
tified and supported by above arguments; whereas,
engagement and turnover intentions relationship is
justified through previous research and hypothesized
in above section. The mediating role of engagement in
the relationship between EI and turnover intentions is
explained with the help of past studies. According to
Mayer (1997) ability model of emotional intelligence,
highly emotionally intelligent employees show high
performance so that’s why they have high level of en-
gagement. Brunetto et al. (2012) examined the effect of
emotional intelligence upon the job satisfaction, well-
being and engagement of police officers in explaining
their organizational commitment and turnover inten-
tions and the results revealed that EI predicted police
officers’ perceptions of well-being and job satisfaction,
which influenced engagement and affective commit-
ment and, subsequently, negatively affected turnover
intentions. Therefore, it can be hypothesized that:

H7. Employees engagement mediates the relationship
between emotional intelligence and turnover intentions.
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2.4 Perceived organizational support as a
moderator

Perceived Organizational Support (POS) is an or-
ganization environment in which it is perceived that
the organization will look after the welfare of its em-
ployees (Eisenberger et al., 1986; Loi et al., 2006). This
perception of employees about an organization’s na-
ture depends on the rules and regulations laid down
by the organization and the behavior of its represen-
tatives (Eisenberger et al., 1986). The Concept of per-
ceived organizational support suggests that employ-
ees’ perceive their organization either being favorable
or unfavorable with the workers and associate it with
humanly features (Eisenberger et al., 1986). Employees
with higher emotional intelligence and with percep-
tion of higher organizational support have higher well-
being. Brunetto et al. (2013) investigated the effect of
workplace relationships (perceived organizational sup-
port, supervisor’ nurse relationships and teamwork)
on the engagement, well-being, organizational com-
mitment and turnover intentions of nurses working in
Australian and USA hospitals and finding suggested
that POS is a predictor of well-being.

Figure 1: Theoretical framework.

Kurtessis et al. (2015) stated that fewer studies in-
vestigated the relationship between POS and employ-
ees’ subjective well-being. The organizations who pro-
mote wellbeing of employees have more chances of
positive attitude from its employees. Caesens et al.
(2016) investigated the effect of weekly POS on em-
ployees’ weekly subjective well-being at work in Bel-
gium. Jain et al. (2013) investigated the moderating
role of perceived organizational support (POS) in the
relationship between stressors and citizenship behav-
ior. Hur et al. (2015) also investigated the moderating
role of POS in the relationship between emotional labor
strategies and job-related outcomes (i.e. job satisfaction
and job performance). Based on the same premise the
previous research studies show that perceived orga-
nizational support is associated with many positive
consequences. Based on this it can be hypothesized

that:

H8. Perceived organizational support positively moder-
ates the relationship between EI and employee well-being.

POS is not only associated with the extrinsic bene-
fits of the employees like pays and financial rewards,
but is also associated with the confidence, respect and
association with the organization (Fuller et al., 2003).
Saks (2006) stated that POS predicts employee engage-
ment. Brunetto et al. (2013) investigated the effect of
workplace relationships (perceived organizational sup-
port, supervisor’ nurse relationships and teamwork)
on the engagement, well-being, organizational com-
mitment and turnover intentions of nurses working
in Australian and USA hospitals. Their findings sug-
gested that POS is a predictor of engagement. In re-
spect of employees and organization association, em-
ployees with higher level of EI and employees who
perceive higher levels of organizational support; allow
employees to utilize their abilities to the best with-
out feeling endangered about their self-esteem, social
status, or profession. When employees experience psy-
chological safety, they feel better about their job. Based
on this it can be hypothesized that:

H9. Perceived organizational support positively moder-
ates the relationship between EI and employees engagement.

3 Methodology

In the current study, positivistic quantitative ap-
proach has been used for hypotheses testing. Employ-
ees are the unit of analysis and data were collected
through questionnaire survey among the employees of
banking sector in Islamabad and Rawalpindi. Having
infinite population, the study used the formula devel-
oped by Godden (2004) for the identification of reason-
able sample size which turned out to be 384. For data
collection after stratifying the population simple ran-
dom sampling technique has been used.

Stratified random sampling technique was used for
data collection. Different strata of samples on the basis
of their level such as OG3 and OG2 were made. After
developing the strata, simple random sampling tech-
nique was applied for data collection. Data were ob-
tained during the period of March 2016 and April 2016,
from 450 employees.

450 questionnaires were distributed among em-
ployees, out of which only 395 usable questionnaires
were returned, with the response rate of 81%. Demo-
graphics included age, gender and education. Most of
the respondents are below the age of 36 years (80%),
71% of respondents are male and 58% respondents are
having the degree of Master.
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3.1 Instruments

Emotional intelligence has been measured by the
sixteen items scales of WLEIS developed by Wong and
Law (2002); whereas, perceived organizational support
was measured through the short version of Eisenberger
et al. (1986). For the measurement of employee en-
gagement nine item scale developed by Schaufeli and
Bakker (2003) was employed. Well-being was mea-
sured using a four-item scale by Brunetto et al. (2012).
For the measurement of turnover intentions four item
scale developed by Bludern (1982) was used. The final
version of the survey questionnaire was based on five
point Likert scale.

4 Results

Table (1) shows the results of correlation statistics
and the reliability of the variables.

The mean value of emotional intelligence is 3.36,
perceived organizational support is 3.35, well-being is
3.06, employee’s engagement is 3.46 and a turnover in-
tention is 2.56. The standard deviation of emotional in-
telligence is 0.64, perceived organizational support is
0.61, well-being is 0.82, employee’s engagement is 0.80
and the SD of the turnover intention is .86, as per table

(1).

Emotional intelligence is positively correlated with
perceived organizational support (0.66**), well-being
(0.68**), employees engagement (0.70**) and nega-
tively correlated with turnover intentions (-0.69**).
Perceived organizational support is positively corre-
lated with well-being (0.70**), employees engagement
(0.64**) and negatively correlated with turnover inten-
tions (0.67**). Well-being is positively correlated with
employees engagement (0.46**) and negatively corre-
lated with turnover intentions (-.64**). Employees en-
gagement negatively correlated with turnover inten-
tions (-.64**).The level of significant reliability is 0.70
which is recommended by Nunnally (1978) and this
level was also recommended by Ndubisi (2006). The
reliability of Emotional intelligence is (.817) perceived
organizational support (.83), well-being (.82), employ-
ees engagement (.72) and negatively correlated with
turnover intentions (.70).

Results of KMO and Bartlett’s test reveals that vari-
ables are highly significant and principal component
analysis was suitable for data shown in table 2.

Hypothesis 1 stated that emotional intelligence has
a negative impact on turnover intentions. The result
shows that emotional intelligence negatively associated
with turnover intentions (p = .000 less than .05, β = -

Table 1: Correlation, Descriptive Statistics and Reliability

Mean SD EI POS WB EE TOI

EI 3.36 .64 (.817)

POS 3.35 .61 .655** (.838)

WB 3.06 .82 .677** .702** (.828)

EE 3.46 .80 .695** .639** .468** (.723)

TOI 2.56 .86 -.687** -.675** -.647** -.637** (.695)

**Correlation is significant at the 0.01 level (2-tailed). N=395.
EI= emotional intelligence, POS = perceived organizational support, WB= well-being,
EE= employee engagement, TOI= turnover intentions

Table 2: KMO and Bartlett’s Test

Kaiser-Meyer-Olkin Measure of Sampling .851

Adequacy

Bartlett’s Test Approx. Chi Square 2103.872

of Sphericity

Df 91

Sig. 0.000
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Table 3: Rotated component matrix

Component
1 2 3 4 5

EM1 .675
EM2
EM3 .725
EM4
EM5
EM6 .747
EM7 .459
EM8 .633
EM9 .784
EM10 .849
EM11 .598
EM12 .517
EM13
EM14
EM15 .498
EM16
POS1 .438
POS2 .611
POS3 .804
POS4 .821
POS5 .585
POS6 .612
POS7 .823
POS8 .666
WB1 .652
WB2 .597
WB3 .642
WB4 .442
EE1
EE2 .737
EE3 .618
EE4 .483
EE5 .746
EE6 .684
EE7 .662
EE8 .938
EE9
TOI1 .508
TOI2 .489
TOI3 .538
TOI4 0.602

Extraction Method: Principal Component Analysis. Rotation Method: Varimax with Kaiser
Normalization.a. Rotation converged in 43 iterations.

.65), which substantiated the hypothesis 1. These re-
sults are in accordance with pervious study (Carmeli,

2003; Firth et al., 2004; Goleman, 1998; Lee and Liu,
2007).
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Figure 2: Path diagram.

Hypothesis 2 stated that emotional intelligence has
a positive impact on employee well-being. The results
shows that emotional intelligence have positive impact
on employee well-being (p = .000 less than .05, β = .73).
So our hypothesis two was substantiated. These re-
sult are according with pervious study (Ciarrochi et al.,
2000; Goleman, 1995; Salovey and Mayer, 1990; Salovey
et al., 1995).

Hypothesis 5 stated that EI have positive impact on
employee engagement. The results shows that EI have
positive impact on employee engagement (p = .000 less
than .05, β = .83). So our hypothesis five was substan-
tiated. These results are also in accordance with pervi-
ous study (Pena Garrido and Extremera Pacheco, 2012;
Saks, 2006; Zhu et al., 2015).

Results show that employee engagement mediates
the relationship between emotional intelligence and
turnover intentions in banking sector. Because emo-
tional intelligence (p = 0.000, β -.65) negatively impacts
turnover intentions. Employee engagement (p = 0.000,
β -1.15) mediates the relationship between emotional
intelligence (p = 0.000) and turnover intentions. So hy-
pothesis 6 and 7 were substantiated. If banking sectors
employees are highly emotionally intelligent then their

engagement level is high from their jobs, subsequently
decreasing their intentions to quit. And if employees
have low emotional intelligence, then their engagement
level is low, leading to higher intentions to quit. Path
analysis was also run. Figure 2 show that Emotional
intelligence has a positive effect on well-being and en-
gagement, and negative effect on turnover intentions.
Moreover, well-being and engagement have negative
effect on turnover intentions. Therefore, well-being
and engagement mediate the relationship between EI
and turnover intentions.

Results also show that employee well-being me-
diates the relationship between emotional intelligence
and turnover intentions in banking sector. Because
emotional intelligence (p = 0.000, β -.65) negatively im-
pact on turnover intentions. Employee well-being (p
= 0.000) mediates the relationship between emotional
intelligence (p = 0.000, β -.55) and turnover intentions.
So our hypothesis 3 and 4 were substantiated. If bank-
ing sectors employees are highly emotional intelligent
then their well-being (satisfied) level is high from their
jobs then their intentions to quit are low. And if em-
ployees have low emotional intelligent then their well-
being (satisfied) level is low from their jobs then their
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Table 4: Standard estimation of the main Model

Standard Regression Weights S.E. C.R. P

H2 Well Being<– Emotional I 0.73 3.26 0.000

H1 Turn Intent<–Emotional I -0.65 2.34 0.000

H5 E Engage<–Emotional I 0.83 4.56 0.000

H3 Turn Intent<–Well Being -0.55 3.45 0.000

H6 Turn Intent<–E Engage -1.15 4.17 0.000

H4 Turn Intent<–Well Being<–Emotional I 0.000

H7 Turn Intent<–E Engage<–Emotional I 0.000

Table 5: Fit measures

Fit measure Main Model

X2 85.064

Degree of Freedom(df) 38

Root Mean Square Residual(RMR) 0.049

Goodness-of-fit Index(GFI) 0.9678

Adjusted Goodness-of-fit Index(AGFI) 0.944

Comperative Fit Index(CFI) 0.97

Root Mean Square Error of Approximation (RMSEA) 0.049

GFI: The goodness of fit index, tells you what proportion of the variance in the sample variance covariance matrix is accounted for by
the model. This should exceed 0.9 for a good model. AGFI: Adjusted GFI is an alternate GFI index in which the value of the index is
adjusted for the number of parameters in the model. Few numbers of parameters in the model relative to the number of data points.
The structural equation model was examined to test the relationship among constructs. Goodness of fit indicates for this model were GFI
= 0.9678, AGFI = 0.944, CFI = 0.97, RMR = 0.0497. Figure 1.1 depicts the full model. Of the 6 paths hypothesized in the model, all the
paths were significant at p ¡0.01.

Table 6: Moderating role of perceived organizational support

Predictor Dependent: WB Dependent: EE

Beta R2 ∆R2 Beta R2 ∆R2

Moderation: POS

Step 1

Control variables .13*** 0.39 .161*** 0.001

Step 2

E .315*** 0.86 0.47 .635*** 0.88 0.87

POS .392*** .340**

Step 3

Interaction term -.093*** 0.9 0.04 .016*** 0.89 0.01

intentions to quit are high.
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4.1 Moderating role of perceived organiza-
tional support

Perceived organizational support moderates the
relationship between independent (emotional intelli-
gence) and dependents variables (well-being, employ-
ees engagement). We perform each moderation analy-
sis one by one.

To test H8 we centered round all variables on their
means. In step 2 we entered EI entered, in step 3 we
entered EI and perceived organizational support to-
gether and in step 4 we entered interaction term EPOS
(EI*POS) keeping employee well-being (WB) as depen-
dent variable. Results in Table 5 revealed that EI and
perceived organizational support are significant pre-
dictor of WB (β = 0.315, p = 0.000 to β = 0.392, p = 0.000)
respectively. Value of β shows that higher level of per-
ceived organizational support, the WB will be even
higher as results. By adding the interaction term we
found (∆R2 = 0.04, p = 0.000 < 0.05) the p value are less
than 0.05 and significant. So the hypothesis 8 is sub-
stantiated; i.e. perceived organizational support pos-
itively moderates the relationship between emotional
intelligence and employee well-being.

To test H9 we centered round all variables on their
means. In step 2 we entered EI entered, in step 3 we
entered EI and perceived organizational support to-
gether and in step 4 we entered interaction term EPOS
(EI*POS) keeping employee engagement (EE) as de-
pendent variable. Results in Table 6 revealed that EI
and perceived organizational support are significant
predictor of EE (β = 0.63, p = 0.000 to β = 0.34, p = 0.000)
respectively. Value of β shows that higher level of
perceived organizational support, the EE will be even
higher as results. By adding the interaction term we
found (p = 0.01 < 0.05) and the p value is less than 0.05
and significant. So the hypothesis 9 was substantiated,
i.e. perceived organizational support positively mod-
erates the relationship between emotional intelligence
and employee engagement.

5 Conclusion

Present study has four main objectives. First per-
ceived organizational support positively moderates the
EI and employee engagement relationship, secondly
perceived organizational support positively moderates
the EI and employee well-being relationship, thirdly
employee engagement mediates the EI and turnover
intentions relationship and lastly employee well-being
mediates the EI and turnover intentions relationship.

The outcomes of the study are a proof for the nomo-
logical validation of the EI and workplace incivility
perceptions constructs. Nomological validity refers
to correlations between constructs in accordance with
some established theory Cronbach and Meehl (1955).

Current study investigated the path relationship
from banks employees’ emotional intelligence to em-
ployee well-being, engagement and finally turnover in-
tentions; and further investigated how perceived or-
ganizational support has interactional effect between
EI and mediators (engagement and well-being). This
article indicates that EI must be included in retention
strategies because of its impact on employee’s turnover
intentions. The findings suggest that emotional in-
telligence level of banking sector employees in Islam-
abad affects their engagement and well-being level,
and their engagement and well-being level have effects
on their turnover intentions, while perceived organiza-
tional support has interactional affects on the relation-
ship between EI, engagement and well-being. Present
study highlight the complex role of EI plays in turnover
intentions.

5.1 Managerial implications

The current research stated that EI may be effec-
tively used in banking sector. It further throws light
on the significance of monitoring of work experiences
by banks employees and recognizes the effect of EI on
employee’s well-being (satisfaction) and engagement,
which in turn influences their intention to leave. It also
identifies the link between EI and turnover intentions.
It is central to existing banking sector, as retaining most
experiences, valuable and trained employees are im-
portant for achieving desired outcomes in banks. From
research we can find that turnover can cost up-to 93 to
200 percent of leaving workers annual payments (Grif-
fet& Horn, 2001); and in customer service industries
the rate of turnover is particularly high (Korczynski,
2002).

While making policies for human resource man-
agement practices, the EI aptitude of bank employ-
ees may be considered during hiring and develop-
ment process. In order to enhance retention, well-
being and employee engagement consequences might
be weighed. Along with, resource effective services, the
top management should also visualize the outcome of
selection of highly emotionally intelligent employees;
as there are more chances of them performing a few as-
signments in a better way. The management may also
think about training bank employees in order to appre-
ciate the manner in which their behavior affects other
employees. The organizations must arrange training
session for their employees how to manage their emo-
tions at work (Parkinson and Totterdell, 1999; Totterdell
and Parkinson, 1999). Their work has seen the differ-
ence between two main categories of strategies. One
that deals with the current mood and challenges, like
reappraisal or social support, the engagement strategy;
on the other hand, diversion strategy that concentrates
away from the existing condition like avoidance. The
research concluded that participants who were told to
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make use of engagement strategies displayed more op-
timistic moods and were able to face emotional de-
mands in a better way. The findings of the study sug-
gest that by training workers on use of specified strate-
gies for managing their emotion, may show positive re-
sults in future.

5.2 Limitations and Future Directions

Present study used cross sectional data for analysis;
more variance could be found if our collected data were
longitudinal in nature; as there is always a room for im-
provement. Present study investigated the effect of EI
on employee’s engagement, employee well-being and
turnover intentions: perceived organizational support
as a moderator between EI and mediating variables
relationship (employee engagement, employee well-
being), used simple random sampling method, limited
sample size was used and was conducted in banking
sector. The study needs to be more comprehensive and
may be examined with larger sample size. More indus-
tries could have been studied and comparisons among
different sectors emotional intelligence impact on em-
ployee engagement, employee well-being and turnover
intentions may have been seen. More researchers may
also study the mediating roles of Well-being and en-
gagement in the relationship between EI and organiza-
tional outcomes (job performance, organizational citi-
zenship behavior and job satisfaction).
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