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Abstract 
The purpose of the study was to quantify the effect of emotional intelligence and occupational stress 
on personal outcomes. The survey method was employed to gather self-report questionnaires from 
academic employees in Malaysian private higher learning sector in Borneo Island.Outcomes of 
hierarchical regression analysis showed three important findings:firstly, the levels of physiological and 
psychological stresses cannot increase job satisfaction when employees have not adequate 
competencies to manage their emotions in executing job. Secondly, the level of physiological stress 
can increase job performance when employees have adequate competencies to manage their emotions in 
executing job. Thirdly, the level of psychological stress cannot increase job performance when 
employees have not adequate competencies to manage the emotions in executing job. This result 
demonstrates that emotional intelligence does act as a partial moderating variable in the relationship 
between occupational stress and personal outcomes in the studied organizations. Further, discussion, 
implications and conclusion are elaborated. 
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Introduction 

Occupational stress is often viewed as the result of the interaction between the individual and 
his/her environment has unlocked new dimension on the stress of different job groups and its 
undesirable effect on individual attitudes and behavior (Brown & Uehara, 2008; Ismail et al.,2009, 
2010; Keshavarz & Mohammadi, 2011; Santos et al., 2010). It has two major dimensions: 
physiological stress and psychological stress (Abu AIRub, 2004; Beehr & Glazer, 2005; Larson, 
2004. Physiological stress is normally related to as a physiological reaction of the body (such as 
headache, migraine, abdominal pain, lethargic, backache, chest pain, fatigue, heart palpitation, sleep 
disturbance and muscle ache) to various stressful triggers at the workplace that directly and 
negatively affects an individual's productivity, effectiveness, quality of work and personal health 
(Ismail et al., 2009, 2010; Newell, 2002; World Health Organization, 2005). Some examples of 
physiological stress are changes in eating, drinking, sleeping and smoking habits (Beehr et al., 
2001; Beehr & Glazer, 2005). While, psychological stress is often seen as an emotional reaction 
(such as anxiety and depression burnout, job alienation, hostility, depression, tension, anger, 
nervousness, irritability and frustration) experienced by an individual as a result from the stimulate 
at the workplace (Ismail et al., 2009, 2010; Millward, 2005; World Health Organization, 2005). 

In terms of eustress perspective, occupational stress will usually occur when employees' 
knowledge, skills, abilities and attitudes can cope with or match to their work demands and 
pressures in organizations.In this situation, it may increase the ability of employees to manage their 
physiological and psychological stresses in order to fulfill  job demands  (Adler  et al., 2006; 
Wetzel et al., 2006; World Health Organization, 2005). Conversely, in a distress perspective, 
occupational stress will often exhibit when employees' knowledge, skills, abilities and attitudes cannot 
cope with ordo not match to their work demands and pressures in organizations. 
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Consequently, it may decrease the ability of employees to control and manage physiological and 
psychological stresses, such as upsetting their self-regulatory bodies, and not able to meet their 
duties and responsibilities as a member of an organization and a good citizen of a country 
(Basowitz et al., 1995; Keshavarz & Mohammadi, 2011). 

Recent studies in this area show that the levels of occupational stress may have a 
significant correlation with personal outcomes, especially on job satisfaction (Fairbrother & Warn, 
2003; Ismail et al., 2010) and job performance (Hsieh et al., 2004; Ismail et al., 2009; Wetzel et al., 
2006). Job satisfaction is broadly described as a result of employees' perception or appraisal of their 
jobs that may create a pleasurable or emotional state (Locke, 1976; Locke & Latham, 1990a, 
1990b; Kreitner & Kinicki, 2007), a positive reaction (Mathis & Jackson, 2006), and action 
tendencies toward work (Vecchio, 2000; McShane & Von Glinow, 2005). On the other hand, job 
performance is often defined as the ability of individuals to accomplish their respective work goals, 
meet their expectations, achieve benchmarks or attain their organizational goals (Bohlander et al., 
2001; Campbell, 1990; Eysenck, 1998). In an occupational stress model, several scholars believe 
that the ability of employees to properly control and manage their physiological and psychological 
stresses in executing job may lead to higher job performance in organizations (Adler et al., 2006; 
Hourani et al., 2006; Wetzel et al., 2006; Zhong et al., 2006). 

Surprisingly, a thorough review of such relationships reveals that the magnitude and nature 
of the relationship between occupational stress and personal outcomes may change when emotional 
intelligence is present in organizations (Kafetsios & Zampetakis, 2008; Lopes et al., 2006; Lyons & 
Schneider, 2005; Quoidah & Hansenne, 2009). Many scholars, such as Goleman (1998, 2003), 
Manna et al., (2009), and Salovey and Mayer (1990, 1997) state that emotional intelligence (EI) has 
two major dimensions:  interpersonal competency (how well we manage ourselves) and 
intrapersonal competency (how well we interact with others). According to Goleman (1998), 
interpersonal competency consists of three components, i.e., self-awareness, self-regulation, and 
motivation. Interpersonal competency includes of two components, i.e., empathy and social skills. 
Self-awareness refers to the ability of individuals to recognize their strengths, emotions, worth and 
capabilities. Self-regulation is often seen as the ability of individuals to resist emotional wish (think 
before acting). Motivation is often related to the internal driving force that enables individuals to 
focus on the task at hand and continue to reach the desired goals. Empathy is frequently viewed as 
the ability of individuals to understand the feelings of others and this may help them to act on those 
feelings and meet others' needs. Social skills are needed to develop and nurture good working 
relationships. Relying on an organizational behavior perspective, several scholars generally conclude 
that EI is a group of non-cognitive capabilities, competencies, and skills (Bar-On, 1997), as well as a 
form of social intelligence (Salovey & Mayer, 1990, 1997) where EI will act as a catalyst to 
increase the ability of individuals to identify emotions, use emotions to guide thinking and actions, 
understand and manage emotions, and to promote emotional and intellectual growth. As a result, it 
may motivate employees to properly handle external demands and pressures (Bar-On, 1997; 
Salovey & Meyer, 1990, 1997). 

In an organizational stress model, many scholars think that occupational stress, 
emotional intelligence, job satisfaction and job performance are distinct constructs, but highly 
interrelated. For example, the ability of employees to properly manage their emotions and other 
employees' emotions will increase the ability of employees to cope with physiological and 
psychological stresses in implementing job. As a result, it may lead to higher job satisfaction 
(Guleryuz et al., 2008 Kafetsios & Zampetakis, 2008; Quoidah & Hansenne, 2009) and job 
performance in organizations (Bar-On, 1997; Gillespie et al., 2001; Spector & Goh, 2001). 
Although the nature of this relationship has been studied, the moderating effect of emotional 
intelligence has been not been thoroughly investigated in the workplace stress research literature 
(Slaski & Cartwright, 2002, 2003; Nikolau & Tsaosis, 2002). Therefore, this study was 
conducted to further explore the moderating effect of emotional intelligence in the relationship 
between occupational stress (et al., physiological and psychological stresses) and personal 
outcomes (i.e., job satisfaction and job performance). 
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 Literature Review 
 Several   studies   used   an   indirect   effects   model   to   examine   the relationship   between 
 occupational stress, emotional intelligence and personal out comes using difference samples like 

178 academic and general staff in 15 Australian universities (Gillespie et al., 2001), 320 middle 
managers working in a major United Kingdom retailer (Slaski & Cartwright, 2002), and 212 
professionals from a mental health institution in Greece (Nikolau & Tsaosis, 2002), 146 adult 
mix sample (Thiebaut et al., 2005), 187 food service employees from 9 different locations of 
the same restaurant franchise (Sy et al., 2006), 267 nurses working at different departments in 
Nursing Services  Administration  (Guleryuz  et  al.,  2008),  523  educators  who  completed 
the Wong Law Ei scale (Kafetsios & Zampetakis, 2008), and 23 nursing teams (Quoidah & 
Hansenne, 2009). Findings from these studies reported two important outcomes: firstly, the 
levels of physiological and psychological stresses had not decrease job satisfaction when 
employees could properly manage their emotions and other employee emotions in the dif- 
ferent organizations (Guleryuz et al., 2008; Kafetsios & Zampetakis, 2008; Sy et al., 2006; 
Quoidah & Hansenne, 2009; Thiebaut et al., 2005). Secondly, the levels of physiological and 
psychological stresses had not decreased job performance when employee could properly 
manage their emotions and other employee emotions in the respective organizations (Gillespie 
et al., 2001; Slaski & Cartwright, 2002; Nikolau & Tsaosis, 2002). 

The findings strongly support the notion of emotional intelligence theory.  For 
example, Bar-On's (1997) model of emotional-social intelligence posits that the level of 
emotional intelligence will increase individuals' competencies and this may help them to 
decrease external demands and pressures, as well as increase human well-being. Salovey and 
Mayer's (1990, 1997) ability based model of emotional intelligence explains that the level of 
emotional intelligence will increase individuals' competencies and this can increase their ability 
to decrease stress situations and increase positive individual attitudes and behaviors. Goleman's 
(1998, 2003) emotional intelligence stresses that the level of emotional intelligence will increase 
individuals' competencies and this may help them to decrease environmental strains and increase 
leadership effectiveness in organizations. Application of the emotional intelligence theories in 
an organizational stress model shows that the levels of physiological and psychological stresses 
will not directly decrease job satisfaction and job performance, but its effect upon them may 
increase  when  employees  have  sufficient  abilities  to  properly manage their emotions (i.e., 
self-awareness, self-regulation, and motivation) and other employee emotions (et al., empathy 
and social skills) in the workplace  (Gillespie  et al., 2001; Guleryuz et al., 2008; Kafetsios & 
Zampetakis, 2008; Nikolau & Tsaosis, 2002; Quoidah & Hansenne, 2009; Slaski & Cartwright, 
2002). 

The literature has been used as foundation of developing a conceptual framework for 
this study as shown in Figure 1. 

Independent Variable 

Occupational Stress Features: 

Moderating Variable Dependent Variable 

Personal Outcome Features: 
 

 
•Physiological 
, Psychological 

> ------- I -------+[ Job Satisfaction 

Job Performance 

Emotional Intelligence 
 

Figure 1: Conceptual Framework 

Based on the framework, it can be hypothesized that: 
H1: Interaction between emotional intelligence and physiological stress positively impact on 

job satisfaction. 
H2: Interaction between emotional intelligence and psychological stress positively impact on 

job satisfaction. 
H3: Interaction between emotional intelligence and physiological stress positively impact on 

job performance. 
H4: Interaction between emotional intelligence and psychological stress positively impact on 

job performance. 
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Materials and Methods 
Research Design 
This study used a cross-sectional method which allowed the researchers to combine the 
occupational stress research literature, the in-depth interview, a pilot study and the actual 
survey as a main procedure to collect data for this study. Using this method may solve the 
inadequacy of single method and increase the ability to gather accurate, less bias and high 
quality data (Cresswell, 1998; Ismail et al., 2009, 2010; Sekaran & Bougie, 2010). In the first 
step of data collection, in-depth interviews were conducted involving four experienced 
academicians, namely two female lecturers and two male lecturers who have working 
experienced from three to 20 years. This interview was used to understand the nature of 
occupational stress features, emotional intelligence and job performance characteristics, as well 
as the relationship between such variables in the organizational sector. The information 
gathered from such interviews was categorized and constantly compared to the related literature 
review in order to clearly understand the particular phenomena under study and put the research 
results in a proper context. Further, the results of the triangulated information were used as a 
guideline to develop the content of survey questionnaires for a pilot study. Next, a pre-test study 
was done by discussing questionnaires with the lecturers. Information gathered from such 
participants was used to verify the content and format of survey questionnaire for an actual 
study. Back-to-back translation technique was used to translate the content of questionnaires in 
Malay and English in order to increase the validity and reliability of the instrument (Hulland, 
1999; Wright, 1996). 

Measures 
The survey questionnaires have four sections: firstly, physiological stress had 9 Items and 
psychological stress had 3 items that were adapted from occupational stress literature (Beehr et 
al., 2001; Cox et al., 2000; Newell, 2002; Seaward, 2005). Secondly, emotional intelligence had 
10 items that were adapted from emotional intelligence literature (Consortium for Research on 
Emotional Intelligence in Organizations, 2008; Goleman,1998, 2003; Salovey & Mayer, 1990, 
1997; Stough, 2003). Thirdly, job satisfaction had seven items that were adapted from job 
satisfaction literature (Dua, 1994; Fairbrother & Warn, 2003; Smith et al., 1969; Sullivan & 
Bhagat, 1992; Tett & Meyer, 1993; Terry et al., 1993). Finally, job performance had 17 items 
that were adapted from job performance literature (AbuAlRub, 2004; Adler et al., 2006; Bcchr 
et al., 2001; Hourani et al., 2006; Hsieh et al., 2004). All items used in the questionnaires were 
measured using a 5-item scale ranging from "never/does not meet" (1) to "always/exceeds all 
expectation" (5). Demographic variables were used as controlling variables because this study 
focused on employee attitudes. 

Unit of Analysis and Sample 
The population of this study is academic employees who have worked in nine Malaysian 
private higher learning institutions in Borneo Island. In the first step of data collection, the 
researchers met HR managers of the studied organizations in order to get permission to conduct 
this study and obtain their opinions about the rules for distributing survey questionnaires in 
their organizations. Taking into considerations about the organization's rule, and the 
researcher constraints in term of length of study and budget, the quota sampling was chosen 
to determine a sample size for this study was 300 and next, the convenient sampling was 
employed as a guideline to distribute the survey questionnaires to academic employees in 
the organizations. From this number, the 104 useable questionnaires were returned, yielding a 
34.7% response rate. The number of this sample exceeds the minimum sample of 30 
respondents, showing that it may be analyzed using inferential statistics (Sekaran & Bougie, 
2010). The survey questionnaires were answered by participants based on their consents and on 
voluntarily basis. 

Data Analysis 
A Statistical Package for Social Science (SPSS) version 16.0 was used to analyze the 
questionnaire data. First, exploratory factor analysis were used to assess the validity and 
reliability of the instrument (Hair et al., 2006; Nunally & Bernstein, 1994). Second, Pearson 
correlation analysis and descriptive statistics were conducted to assess the colinearity problems 
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Respondents' Characteristics 

Gender 

Sub-Profile 

Age 

Education 
 
 
 

Position 
 
 
Length of Service 

Male 
Female 

Less than 25 years old 
26 - 30 years old 
31 - 35 years old 
36 -  40 years old 
41 - 45 years old 
> 46 years old 

Diploma 
Bachelor Degree 
Master Degree 
Doctorate 

Senior Lecturer 
Lecturer 
Assistant Lecturer 

Less than 1 year 
2 - 5 years 
6 - 9 years 
More than 10 years 

Percentage(%) 

40.4 
59.6 

22.1 
38.5 
22.1 
9.6 
3.8 
3.8 

2.9 
72.1 
22.1 
2.9 

2.9 
79.8 
17.3 

33.7 
41.3 
16.3 
8.6 
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and estimate the validity and reliability of constructs (Foster et al., 1998; Yaacob, 2008). Finally, 
a moderated multiple regression analysis (as recommended by Cohen and Cohen, 1983) was 
used to test the moderating effect of emotional intelligence in the hypothesized model. This 
procedure stresses the development of a multiplicative term, which is used to encompass the 
interaction effect, and to calculate two R2s, one for the equation, which includes only main 
effects (main-effect model) and the other for a three-term equation (product-term model), which 
includes both the main and interaction effects. This technique may separate the component parts 
of the product term from the term itself to account for the complex combination of variance due 
to main and interaction effects. Standardized coefficients (standardized beta) were used for all 
analyses. Results of an interaction are evident when the relationship between interacting terms 
and the dependent variable is significant. The fact that the significant main effects of predictor 
variables and moderator variables simultaneously exist in analysis it does not affect the 
moderator hypothesis and is significant to interpret the interaction term (Baron & Kenny, 
1986). 

Results 

Sample Profile 

Table 1 shows that the majority respondents were female lecturers (59.1 %), lecturers' aged 
between 26 and 30 years old (38.5 %), bachelor degree holders (72.1 %), lecturers (79.8 % served 
between 2 and 5 years (41.3 percent). 

Table I: Respondents' Characteristics (N I04) 

Table 2 shows the results of validity and reliability analyses for measurement scales.  A factor 
analysis with the varimax rotation was first done for three variables with 46 items. After that, 
Kaiser-Mayer-Olkin Test (KMO),which is a measure of sampling adequacy was conducted for 
each variable based on Hairetal.,2006)and Nunally and Bernstein's(1994)guideline. Outcomes 
of these statistical analyses showed that (a) the value of factor analysis for all items that 
represent each research variable was 0.5 and more, indicating the items met the acceptable 
standard of validity analysis, (bi) all research variables exceeded the acceptable standard of 
Kaiser-Meyer-Olkin's value of 0.6, were significant in Bartlett's test of sphericity, 
(c) all research variables had eigenvalues larger than 1 and variance explained were more than 
0.45, (d) the items for each research variable exceeded factor loadings of 0.50 (Hair et al., 2006), 
and (e) all research variables exceeded the acceptable standards of reliability analysis of 0.70 
(Nunally & Bernstein, 1994). These statistical results confirmed that measurement scales met 
the acceptable standards of validity and reliability analyses as shown in Table 2 
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Table 2: The Results of Validity and Reliability Analyses for Measurement Scales 
 

Variable Items Factor 
Loading 

KMO Barlett's Test 
of Sphericity 

E genvalues Variance 
Explained 

Cronbach 
Alpha 

Physiological Stress 9 .65 to .82 .86 271.72 3.82 47.71 .84 
Psychological Stress 3 .60 to .72 .66 81.00 2.13 53.29 .70 
Emotional Intelligence 10 .58 to .81 .90 592.19 5.62 56.17 .91 
Job Satisfaction 7 .68 to .80 .83 447.36 4.22 60.34 ,87 
Job Performance 17 .67 to .83 .91 1.312 9.26 54.47 .95 

Table 3 shows the result of Pearson correlation analysis and descriptive statistics.The  means 
for the variables are from 2.3 to 4.2 signifying that the levels of physiological stress, 
psychological stress, emotional intelligence, job satisfaction and job performance ranging from 
moderately high(2) to highest level (5).The correlation coefficients for the relationship between 
the independent variable (i.e.,  physiological  stress  and  psychological  stress)  and  the  
moderating variable (i.e., emotional intelligence), and the relationship between the independent 
variable (i.e., physiological stress and psychological stress) and the dependent variable (i.e., job 
performance) were less than 0.90, indicating the data were not affected by serious collinearity 
problem (Hair et al., 2006). The measurement scales that had validity and reliability were used 
to test research hypotheses. 

Table 3: Pearson Correlation Analysis and Descriptive Statistics 
Variable  Mean Standard 

Deviation 
Pearson Correlation Analysis 

1 2 3 4 5 

1. Physiological Stress 2.3 .8 1 

2. Psychological Stress 3.6 .7 ,12 I    

3, Emotional Intelli- 
gence 

3.7 .7 -.10 .39** 1   

4. Job Satisfaction 4.2 1.2 ·.14 ,07 .06 1  

5. Job Performance 4,1 .7 ·.04 .12 .26** .04 I 

Note: Significant at *p<0.0S;**p< 0,01 

Table 4 shows the results of testing hypotheses using a hierarchical regression analysis. These 
tables show that demographic variables were entered in Step 1 and then followed by entering 
independent variable (i.e., physiological stress) in Step 2. Job satisfaction was used as the 
dependent variable. An examination of the tolerance value in the regression analysis showed 
that the relationship between physiological stress and job satisfaction was 0.91, and the 
tolerance value for the relationship between emotional intelligence and job satisfaction was 
0.97. These tolerance values were more than .20 (as a rule of thumb), indicating the variables 
were not affected by any multicollinearity problem (Fox, 1991; Tabachnick & Fidell, 2001). 
Further, Table 4 shows the result of testing moderating effect of emotional intelligence in the 
Step 3. Interaction between emotional intelligence and physiological stress insignificantly 
correlated with job satisfaction (15=0.53, p<0.05), therefore Hl was not supported. This result 
sends a signal that emotional intelligence does not act as an important moderating variable in 
the relationship between physiological stress and job satisfaction in the studied organizations. 

Table 4: Results for Hierarchical Regression Analysis 

Variable 
Dependent  Variable (Job Satisfaction) .. 

Step 1 Step2 Step 3 

Controlling Variable 
Gender 
Age 
Education 
Position 
Length of service 

 
·,04 
,10 
.05 
.12 
·,12 

 
·,04 
.08 
.05 
.12 
·,11 

 
-.05 
.10 
.06 
,12 
·,12 

Independent Variable 
Physiological Stress 
Emotional Intelligence 

  
·.02 
.06 

 
·,50 
·.19 
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Moderating Variable 
Physiological Stress x Emotional Intelligence 

   
.53 

RSquare .03 ,03 .04 
-.05 
.01 
.45 
.50 

Adjusted R Square -.02 -.04 
R Square Change .03 .00 
F .55 .44 
F Change .55 .19 

Note: Significant at *p<0.05;** p<0.01 

Table 5 shows the results of testing hypotheses using a hierarchical regression analysis. These 
tables show that demographic variables were entered in Step 1 and then followed by entering 
independent variable (i.e., psychological stress) in Step 2. Job satisfaction was used as the dependent 
variable. An examination of the tolerance value in the regression analysis showed that the 
relationship between physiological stress and job satisfaction was 0.95, and the tolerance value for 
the relationship between emotional intelligence and job satisfaction was 
0.97. These tolerance values were more than .20 (as a rule of thumb), indicating the variables were 
not affected by any multicollinearity problem (Fox, 1991; Tabachnick & Fidell, 2001). Thus, Table 
5 shows the result of testing moderating effect of emotional intelligence in the Step 
3. Interaction between emotional intelligence and psychological stress insignificantly correlated 
with job satisfaction (is=l.4, p<0.05), therefore H2 was not supported. This result sends a signal 
that emotional intelligence does not act as an important moderating variable in the relationship 
between psychological stress and job satisfaction in the studied organizations. 

Table 5: Results for Hierarchical Regression Analysis 
 

Variable 
 

Controlling Variable 

D 

Step I 

ependent Variable (Job Satisf 

Step 2 

action) 

Step 3 

Gender -.04  -.05 -.06 
Age .10  .08 .08 
Education .05  .06 .05 
Position .12  .13 .15 
Length of service -.12 

 
 

. -.10 -.10 

Independent Variable 
Physiological Stress 

   
.07 

 
-.84 

Emotional Intelligence   .04 -.73 

Moderating Variable 
Physiological Stress x Emotional Intelligence 

    
1.4 

RSquare .03  .04 .07 
Adjusted R Square -.02  -.04 -.01 
R Square Change .03  .01 .03 
F .55  .49 .82 
F Change .55  .37 3.04 

Note: Significant at *p<0.05;** p<0.01     
Table 6 shows the results of testing hypotheses using a hierarchical regression analysis. 
These tables show that demographic variables were entered in Step 1 and then followed by entering 
independent variable (i.e.,physiological stress) in Step 2. Job performance was used as the dependent 
variable. An examination of the tolerance value in the regression analysis showed that the 
relationship between physiological stress and job performance was 0.91, and the tolerance value for 
the relationship between emotional intelligence and job performance was 0.97. These tolerance 
values were more than 0.20 (as a rule of thumb), indicating the variables were not affected by any 
multicollinearity problem (Fox, 1991; Tabachnick & Fidell, 2001). Hence, Table 6 shows the result 
of testing moderating effect of emotional intelligence in the Step 3. Interaction between emotional 
intelligence and physiological stress significantly correlated with job performance (J5=2.6, 
p<0.001), therefore H3 was supported. This result sends a message that emotional intelligence does 
act as an important moderating variable in the relationship between physiological stress and job 
performance in the studied organizations. 
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Table 6: Results for Hierarchical Regression Analysis 

Variable Dependent Variable (Job Satisfaction) 

Step I Step2 Step 3 

Controlling Variable 
Gender 
Age 
Education 
Position 
Length of service 

 
-.12 
-.02 
.08 
-.08 
-.01 

 
-.12 
-.06 
.08 
-.07 
.03 

 
-.14 
.02 
.12 
-.07 
-.01 

Independent Variable 
Physiological Stress 
Emotional Intelligence 

  
-.01 
.26* 

 
-2.3*** 
-.96** 

Moderating Variable 
Physiological Stress x Emotional Intelligence 

   
2.6*** 

RSquare 
Adjusted R Square 
R Square Change 
F 
FChange 

.03 
-,02 
.03 
.55 
.55 

.09 
-.03 
.06 
1.38 
3.38* 

.21 

.15 

.12 
3.20** 

14.62*** 

Note: Significant at *p<0.05;** p<0.01 

Table 7 shows the results of testing hypotheses using a hierarchical regression analysis. These 
tables show that demographic variables were entered in Step 1 and then followed by entering 
independent variable (i.e., psychological stress) in Step 2. Job performance was used as the 
dependent variable. An examination of the tolerance value in the regression analysis showed 
that the relationship between physiological stress and job performance was 0.95, and the 
tolerance value for the relationship between emotional intelligence and job performance was 
.97. These tolerance values were more than 0.20 (as a rule of thumb), indicating the variables 
were not affected by any multicollinearity problem (Fox, 1991; Tabachnick & Fidell, 2001). 
Further, Table 7 shows the result of testing moderating effect of emotional intelligence in the 
Step 3. Interaction between emotional intelligence and psychological stress insignificantly 
correlated with job performance (B=0.12, p>0.05), therefore H4 was not supported. This result 
sends a message that emotional intelligence does not act as an important moderating variable in 
the relationship between psychological stress and job performance in the studied organizations. 

Table 7: Results for Hierarchical Regression Analysis 

Variable Dependent Variable (Job Satisfaction) 

Step I Step 2 Step 3 

Controlling Variable 
Gender 
Age 
Education 
Position 
Length of service 

 
-,11 
-.02 
.08 
-.08 
-.01 

 
-.12 
-,06 
.08 
-.07 
.03 

 
-.12 
-.06 
.08 
-.06 
.03 

Independent Variable 
Physiological Stress 
Emotional Intelligence 

  
-.01 
.26* 

 
-.07 
.19 

Moderating Variable   '• 

Physiological Stress x Emotional Intelligence .12 

R Square .03 .09 .09 
Adjusted R Square -.02 -.03 -.02 
R Square Change .03 .00 .00 
F .55 1.38 1.20 
F Change .55 3.38* 0.2 

Note: Significant at *p<0.05;** p<0.01 

Discussions 
The findings of this study highlight three important findings: first, emotional intelligence does act as an important 
moderating variable in the relationship between one 
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occupational stress feature (i.e., physiological stress) and job performance. This result explains 
that the level of physiological stress cannot decrease job performance when academic employees 
have adequate capabilities to use their emotions in managing physiological stress in the studied 
organizations. This result has also supported studies by Gillespie et al., (2001), Slaski and 
Cartwright (2002), Nikolau and Tsaosis (2002), and Ismail et al., (2009). Second, emotional 
intelligence does not act as an important moderating variable in the relationship between two 
occupational stress features (i.e., physiological and psychological stress) and job satisfaction. 
This result describes that the levels of physiological and psychological stresses can decrease 
job satisfaction when academic employees have not sufficient capabilities to use their emotions 
"in managing physiological and psychological stress in the studied organizations.Third, 
emotional intelligence does not act as an important moderating variable in the relationship 
between relationship between one occupational stress feature (i.e., psychological stress) and 
job performance. This result illustrates that the level of psychological stress cannot increase job 
performance when academic employees have not enough capabilities to use their emotions in 
managing psychological stress in the studied organizations. 

The second and third findings are not consistent with the studies by Gillespie et al., 
(2001), Slaski and Cartwright (2002), Nikolau and Tsaosis (2002), and Ismail et al. (2010). Based 
on the information gathered from the in-depth interviews, this result may be influenced by 
external factors. Firstly, majority academic employees have high responsibiliies to accomplish 
job targets, but they have little consciousness about the hazardous of physiological and 
psychological stresses at the early stage. For example, academic employees who have not 
responsive to job stress usually will not taken proactive steps to prevent negative physiological 
stress (e.g., physical sickness) and psychological stress (e.g., mental illness) at the beginning. 
When the levels of physiological and psychological stresses have critically increased and affected 
academic employee lives, this situation will decrease their physical and spiritual capacities to 
meet the stakeholders' expectations, and increase the stakeholder complaints about their 
performances. As a result, it may increase their satisfaction in accomplishing jobs in the 
organizations. Secondly, majority academic employees have different levels of knowledge and 
skills to recognize, use and regulate their emotions in dealing with dynamic and uncertainty 
environments. For example, academic employees who have little knowledge and skills about 
their emotions will not have adequate competencies to plan, monitor, and handle their 
psychological stress in fulfilling their stakeholder demands. As a result, it may not increase their 
motivation to perform job in the workplace. 

With regard to the robustness of research methodology, the survey questionnaires used 
in this study have met the acceptable standards of validity and reliability analyses. Thus, it may 
lead to the production of accurate and reliable findings. 

In terms of practical contributions, the findings of this study can be used as a guideline 
 by the management to manage occupational stress problems in organizations. This objective 

may be achieved if management follows the suggestions: firstly, provide emotional intelligence  training programs in order to create awareness and upgrade the competency of employees to 
recognize, use and regulate their emotions and other employee emotions in dealing with 

occupational stress. Secondly, management needs to implement mentoring programs in 
order encourage senior employees and supervisors to help junior and inexperienced 
employees in planning and managing jobs in the work place. Finally, management needs to 
promote work-life balance initiatives, such as sport, family day and outing in order to increase 
physical and spiritual health. If these suggestions are heavily considered this will increase the 
capability of employees to manage their personal emotions and use their positive emotions 
to decrease problems in performing organizational functions. 

 
Conclusion 
This study proposed a conceptual framework based on the occupational stress literature. The 
results of exploratory factor analysis confirmed that the measurement scales used in this study 
met acceptable standards of validity and reliability analyses. The outcomes of hierarchical 
regression analysis showed that emotional intelligence able to moderate the effect of 
physiological stress on job performance. This finding is consistent with the occupational stress 
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literature mostly published in Western countries. Conversely, emotional intelligence unable to 
moderate the effect of physiological and psychological stresses on job satisfaction, and unable 
to moderate the effect of psychological stress on job performance. According to information 
gathered from the in-depth interviews, this result may be affected two important external 
factors, i.e., majority academic employees have little consciousness about the hazardous of 
physiological and psychological stresses at the early stage, and they have not adequate 
knowledge and skills to recognize, use and regulate their emotions in dealing with dynamic and 
uncertainty environments. In sum, this study confirms that emotional intelligence does act as a 
partial moderating variable in the relationship between occupational stress and personal 
outcomes in the studied organizations. Therefore, current research and practice within 
workplace stress needs to consider emotional intelligence as a critical element of 
occupationalstressdomain.Thisstudyfurthersuggeststhatthecompetencyofemployeestoproperly 
recognize, use and regulate their emotions and other employees in implementing job will 
strongly increase the capability of employees to decrease occupational stress problems and 
increase their positive attitudinal and behavioural outcomes (e.g., satisfaction, performance, 
commitment, health and ethics). Thus, these positive outcomes may lead to sustained and 
supported the vision, mission and goals of higher learning institutions in an era of global 
competition. 
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