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Abstract
This study investigates the differential effects of emotional intelligence (EI) dimensions-self-awareness (SA), self-regulation (SR) and social competence (SC) on job performance (JBP) among academic staff in higher education institutions in Jammu and Kashmir, India. Grounded in Goleman's (1998) competency-based EI framework and the ability model of Mayer et al. (2004), the study adopts a quantitative, cross-sectional design with stratified random sampling (N = 224). Partial Least Squares Structural Equation Modeling (PLS-SEM) was employed for data analysis. Measurement model results confirm strong reliability (Cronbach's Alpha ≥ 0.817; Composite Reliability ≥ 0.881) and convergent validity (AVE ≥ 0.583) for all constructs. Discriminant validity is supported via the Fornell-Larcker criterion. The structural model explains 67.6% of the variance in job performance (R² = 0.676). All three EI dimensions exert statistically significant positive effects on job performance: self-regulation (β = 0.488, T = 4.259, p < 0.001) is the strongest predictor, followed by social competence (β = 0.400, T = 6.346, p < 0.001) and self-awareness (β = 0.232, T = 2.189, p < 0.001). These findings provide novel, context-specific empirical evidence from a conflict-affected, resource-constrained region, affirming the importance of all three EI dimensions in academic settings. Practical implications for faculty development, talent management and institutional policy in higher education are discussed.
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1. Introduction
The growing complexity of modern organizations has fundamentally shifted scholarly attention beyond traditional cognitive abilities toward broader human competencies, particularly those of an emotional nature. In knowledge-intensive sectors such as higher education, where work is inherently relational and interaction-driven, emotional intelligence (EI) has emerged as a critical determinant of employee effectiveness and job performance. Emotional intelligence refers to the ability to perceive, understand, regulate and utilize emotions in oneself and others (Mayer et al., 2004; Goleman, 1998; Salovey & Mayer, 1990). Recent bibliometric evidence spanning more than two decades of scholarship confirms the exponential growth of EI research in educational contexts, with educators' EI increasingly recognized as a personal resource central to managing professional demands and sustaining organizational performance (Li et al., 2025).
Higher education Institutions are complex social systems that are marked by constant interactions between faculty, students and administrative stakeholders. Academic jobs require intellectual knowledge, emotional involvement, flexibility and interpersonal skills. In this regard, employees who possess greater emotional intelligence are in a better position to cope with the challenges in the workplace, conflict resolution and development of collaborative relationships, which improve job performance (Joseph and Newman, 2010). Coleman and Ali (2025) also showed that the perception of EI of managers in the higher education context has a significant impact on staff motivation and other fundamental aspects of job performance, such as commitment and discretionary effort. The growing popularity of global EI decline, which Freedman et al. (2025) refer to as an emotional recession, emphasizing the urgency of learning how EI dimensions can be used to maintain performance in challenging academic situations.
Empirical evidence consistently supports the positive relationship between emotional intelligence and job performance across organizational settings. A landmark meta-analysis by O'Boyle et al. (2011) found that EI significantly predicts job performance, even after controlling for cognitive intelligence and personality traits. In higher education specifically, emotionally intelligent faculty members have been shown to demonstrate higher levels of teaching effectiveness, job satisfaction and professional commitment Kaur (2019). More recently, Soliman et al. (2025) confirmed the significance of EI outcomes in Western higher education institutions, reinforcing the cross-cultural relevance of EI as a performance driver in academic settings. Parallel evidence from healthcare settings further validates the EI-performance pathway, with Shahabi et al. (2025) demonstrating its positive effect on job performance mediated through professional competence.
The relevance of emotional intelligence becomes especially salient in the context of Jammu and Kashmir (J&K), where higher education institutions operate within unique socio-cultural and environmental conditions. Factors such as institutional transitions, resource constraints and socio-political dynamics place additional emotional and psychological demands on academic staff (Yousuf & Mir, 2024). Research in J&K's institutional contexts highlights how organizational performance is shaped by human competencies and interpersonal dynamics (Bhat et al., 2024). The Job Demands-Resources framework (Bakker & Demerouti, 2023) offers a relevant theoretical lens here: in high-demand academic environments, EI dimensions function as personal resources that buffer against stress-induced performance deterioration.
Despite a growing body of research, many studies conceptualize emotional intelligence as a unidimensional construct, thereby overlooking the distinct contributions of individual components. EI is inherently multidimensional, comprising intrapersonal and interpersonal competencies including self-awareness, self-regulation and social competence (Goleman, 1998; Boyatzis et al., 2000). Merlin and Soubramanian (2024) demonstrated that intrapersonal EI dimensions such as self-awareness function as foundational prerequisites for the development of interpersonal competence, highlighting the importance of examining each dimension independently. Work engagement research further confirms that EI dimensions differentially predict outcomes in university contexts, with Zhou et al. (2026) establishing longitudinal links between EI and psychological empowerment among university administrators.
The present study makes three primary contributions to the literature. First, it empirically tests the differential effects of self-awareness, self-regulation and social competence on job performance among academic staff. Second, it provides context-specific evidence from higher education institutions in Jammu and Kashmir, a region underrepresented in organizational behavior research. Third, it employs PLS-SEM, a robust analytical framework increasingly applied across educational research contexts (Demir & Usak, 2025; Sharma & Kaur, 2024) to simultaneously assess measurement quality and structural relationships. Findings carry significant theoretical and practical implications for talent management, faculty development and educational leadership.

2. Literature Review
2.1 Emotional Intelligence and Job Performance
Emotional intelligence has gained prominent recognition in organizational research as a predictor of job performance beyond cognitive abilities. Initially conceptualized by Mayer et al. (2004) and popularized by Goleman (1998), EI reflects an individual's capacity to perceive, understand, manage and utilize emotions effectively in workplace contexts. The foundational work of Salovey and Mayer (1990) first formalized EI as a distinct psychological construct, framing it as a set of interrelated abilities involving the monitoring and regulation of emotion to guide thought and action. The construct has attracted substantial empirical attention owing to its relevance to complex, human-centered job roles. A public sector study by Gebre (2024) further confirmed that all identified EI predictors including self-awareness, self-management, empathy and relationship management, exert significant positive effects on employee performance, reinforcing EI's multidimensional relevance across organizational settings.
O'Boyle et al. (2011) conducted a comprehensive meta-analysis confirming that EI significantly predicts job performance across diverse occupational settings, even after accounting for cognitive intelligence and personality. Joseph and Newman (2010) further proposed a cascading model in which EI influences performance through sequential emotional processes, including emotional labor and regulation. More recently, Miao et al. (2020) demonstrated that EI contributes to job performance both directly and indirectly through engagement and regulatory mechanisms. Côté (2022) emphasizes that EI enables individuals to manage complex social interactions and sustain performance in dynamic organizational environments. A structural equation modeling study in healthcare (Shahabi et al., 2025) additionally confirmed EI's positive effect on job performance mediated through professional competence, demonstrating the broad applicability of the EI-performance pathway across professional contexts.
The relevance of EI to performance has also been examined in team and leadership contexts. Coronado-Maldonado and Benítez-Márquez (2023) conducted a hybrid literature review of 104 peer-reviewed articles confirming that EI is a crucial element of competencies required for effective leadership and team performance, with emotionally intelligent leaders better able to stimulate trust, enthusiasm and coordinated effort. Lee and Yeh (2023) similarly established, through multilevel structural equation modeling, that leader EI exerts significant indirect effects on subordinate job performance through trust, transformational leadership and team cohesion. Pulido-Martos et al. (2024) further demonstrated that transformational leadership and EI jointly predict affective organizational commitment at both individual and team levels, reinforcing the systemic performance implications of emotional competencies. Bilal and Kashif (2026) further established that EI, alongside ethical leadership, promotes innovative behavior through psychological safety and learning orientation, reinforcing the broader performance relevance of emotional competencies in organizational settings.
The relationship between EI and burnout constitutes an important pathway through which EI influences sustained job performance. Sariraei et al. (2024) demonstrated that EI dimensions interact with burnout across managerial levels to shape optimal versus suboptimal functioning, with higher EI buffering against the performance-depleting effects of emotional exhaustion. Freedman et al. (2025) further introduced the concept of an 'emotional recession', a global, sustained decline in EI competencies to explain rising burnout and reduced workforce resilience, underscoring the critical role of EI maintenance in organizational performance contexts.
2.2 Emotional Intelligence in Higher Education
Higher education represents a distinctively demanding organizational context characterized by elevated interpersonal interaction, sustained emotional labor and cognitive complexity. Faculty members are required to simultaneously manage teaching responsibilities, research obligations and administrative duties while engaging diverse stakeholder groups. In such environments, emotional intelligence plays a critical role in shaping professional effectiveness and sustained performance. A recent Frontiers in Education study by Caratiquit (2025) confirmed using PLS-SEM that EI dimensions based on the Wong and Law (2002) scale significantly predict learning performance among pre-service teachers, demonstrating the scale's criterion validity and EI's relevance in educational performance contexts.
Brackett et al. (2012) demonstrated that emotional competencies enhance classroom climate and student engagement outcomes, providing compelling evidence for the role of emotional processes in educational effectiveness. Emotional intelligence has also been linked to reduced burnout and enhanced well-being among educators (Extremera et al., 2020), supporting sustained job performance. Chan (2006) further identified EI as a protective factor against teacher burnout, contributing to long-term professional effectiveness in educational contexts. Li and Chen (2025) extended this understanding by demonstrating that EI mediates the relationship between teacher-student dynamics and burnout in educational settings, with higher EI enabling educators to sustain engagement and performance even under relational stress.
Recent work by Xu et al. (2024) confirms that teachers' EI positively predicts organizational commitment through psychological well-being, with transformational leadership moderating this relationship, adding institutional-level nuance to the EI-performance pathway in educational organizations. Li et al. (2024) similarly established that teachers' EI predicts organizational commitment through psychological well-being, with principal transformational leadership serving as a moderating boundary condition. Decision-making effectiveness in higher education has also been linked to EI competencies. Munir et al. (2025) found that EI competence, together with organizational support and role seniority, significantly predicts decision-making efficiency in academic institutions, with organizational culture serving as both a mediator and moderator, broadening the conceptual scope of EI outcomes in higher education beyond individual job performance to include institutional governance and decision quality.
Concerning work engagement, a closely related outcome, Zhou et al. (2026) conducted a longitudinal cross-lagged panel study demonstrating that EI exerts enduring positive effects on psychological empowerment and work engagement among university administrators, with these effects persisting across time points. This longitudinal evidence strengthens the causal plausibility of the EI-performance relationship in higher education. Rodrigues, et al. (2024) further established that perceived leadership EI is a significant predictor of employee satisfaction in organizational settings, with practical implications for how institutions cultivate emotionally intelligent leadership to enhance staff outcomes.
2.3 Dimensions of Emotional Intelligence
2.3.1 Self-Awareness
Self-awareness is widely regarded as the foundational dimension of emotional intelligence, referring to the capacity to accurately recognize and understand one's own emotional states, strengths, weaknesses and their effects on others (Goleman, 1998). Individuals with high self-awareness demonstrate superior reflective capacity, enabling them to make more informed decisions and regulate subsequent behavior effectively. Sánchez-Álvarez et al. (2020) established a significant relationship between self-awareness and psychological well-being, which in turn supports occupational performance. More recently, Merlin and Soubramanian (2024) demonstrated that self-awareness is the gateway through which intrapersonal emotional competencies translate into interpersonal effectiveness in university students, underlining its foundational role in the EI competency hierarchy. Ruiz-Ortega et al. (2025) provided convergent evidence that EI as a whole anchored by self-awareness positively predicts academic performance through engagement and burnout reduction, suggesting that the benefits of emotional self-knowledge extend across both student and faculty populations. In academic settings, self-aware faculty members are better positioned to recognize how their emotional states influence their instructional delivery and interpersonal relationships, facilitating more effective professional practice.
2.3.2 Self-Regulation
Self-regulation involves the capacity to modulate and manage one's emotional responses, particularly in stressful or challenging circumstances. Gross (1998) provided the foundational theoretical framework for emotional regulation, emphasizing its role in psychological adaptation and behavioral control. Subsequent studies confirm that effective emotion regulation reduces stress and enhances workplace performance by promoting stability, persistence and adaptability (Extremera et al., 2020). Chen et al. (2025) found that college teachers with higher EI particularly those demonstrating stronger self-regulation exhibit greater job satisfaction and resilience under conditions of high occupational stress, directly supporting sustained performance. This aligns with the Job Demands-Resources model (Bakker & Demerouti, 2023), which frames self-regulation as a key personal resource that neutralizes the performance-depleting effects of demanding job conditions. In higher education environments such as J&K, where institutional pressures and socio-political stressors are pronounced, the ability to regulate emotional responses is especially critical for maintaining consistent performance standards.
2.3.3 Social Competence
Social competence encompasses the interpersonal dimensions of emotional intelligence, including empathy, social awareness and the ability to manage relationships effectively. It plays an especially important role in environments such as higher education, where collaboration, mentoring and stakeholder engagement are central to academic roles. Côté (2022) argues that socially competent individuals are better equipped to navigate complex interpersonal dynamics, build rapport and influence others constructively. Coronado-Maldonado and Benítez-Márquez (2023) further demonstrated through their review that social dimensions of EI are critical for effective teamwork and organizational performance. Korakis et al. (2025) systematically reviewed the EI-transformational leadership relationship, confirming that the social and relational competencies embedded in EI consistently underpin effective leadership and performance across organizational contexts. In the J&K higher education context, social competence may translate directly into improved collegial relationships, more effective student mentoring and stronger institutional collaboration.
2.4 Theoretical Framework
This study draws on three complementary theoretical frameworks. The ability-based model of Mayer et al. (2004) conceptualizes EI as a form of intelligence organized into four branches: perceiving, facilitating, understanding and managing emotions, with its conceptual origins traceable to Salovey and Mayer (1990). Complementing this, Goleman's (1998) competency-based framework identifies behavioural competencies linked to EI that are particularly relevant to organizational performance. Additionally, the Job Demands-Resources (JD-R) model (Bakker & Demerouti, 2023) provides a structural framework for understanding how EI dimensions function as personal resources that buffer against the performance-depleting effects of demanding work environments directly relevant to the high-stress context of higher education in J&K. The integration of these frameworks supports a comprehensive, multidimensional understanding of how EI dimensions independently and collectively contribute to job performance.
2.5 Research Gap, Objectives and Hypotheses
Despite extensive research, significant gaps remain. The predominance of unidimensional EI conceptualizations limits understanding of how specific dimensions differentially influence performance. Moreover, context-specific investigations in higher education institutions particularly in regions like Jammu and Kashmir are scarce. The present study addresses these gaps by empirically testing the independent, dimension-specific effects of SA, SR and SC on job performance in the J&K higher education context. Based on the theoretical and empirical foundations reviewed, the following objectives and hypotheses have been framed.

Objectives
1. To examine the effect of self-awareness on job performance in higher education.
2. To examine the effect of self-regulation on job performance in higher education.
3. To examine the effect of social competence on job performance in higher education.
Hypotheses
H1: Self-awareness has a significant positive effect on job performance in higher education.
H2: Self-regulation has a significant positive effect on job performance in higher education.
H3: Social competence has a significant positive effect on job performance in higher education.
2.6 Conceptual Model
To bridge the gap between existing literature and this study’s objectives, the conceptual model is structured as follows:
Fig 1: Conceptual model
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3. Methodology
3.1 Research Design
The study adopted a quantitative, cross-sectional research design grounded in a positivist epistemological stance. This design was selected for its suitability to hypothesis testing through statistical inference, its efficiency in data collection across a geographically dispersed population and its alignment with the established methodological conventions of organizational behavior research.
3.2 Population and Sampling
The target population comprised all academic staff including faculty members and academic leaders employed in higher education institutions in Jammu and Kashmir, India. A stratified random sampling strategy was adopted to ensure proportionate representation across academic ranks. The population was divided into four strata based on academic rank: Assistant Professors, Associate Professors, Professors and Academic Leaders. A proportionate number of respondents were randomly selected from each stratum. Table 1 presents the sample distribution.
Table 1. Sample Distribution by Academic Rank
	Stratum
	Percentage (%)
	Sample Size (n)

	Assistant Professors
	39
	88

	Associate Professors
	25
	56

	Professors
	21
	46

	Academic Leaders
	15
	34

	Total
	100
	224



3.3 Sample Size
A total of 224 academic staff constituted the final study sample. A pilot study was conducted prior to the main survey using 90 academic staff members drawn from the same population. The pilot study served to evaluate instrument clarity, internal consistency and face validity, after which minor refinements were made to the survey wording before full administration.

3.4 Instrumentation
The survey instrument comprised two validated measurement scales. Emotional intelligence dimensions were operationalized using the scale developed by Wong and Law (2002), which measures self-awareness (SA1–SA4), self-regulation (SR1–SR4) and social competence (SC1–SC4) using four items each. Job performance was measured using six items (JBP1–JBP6) adapted from the Individual Work Performance Questionnaire (IWPQ) developed by Koopmans et al. (2014). All 18 items were rated on a five-point Likert scale anchored at 1 (Strongly Disagree) and 5 (Strongly Agree). The instrument was self-administered via structured paper-based and digital questionnaires. The validity of the Wong and Law (2002) scale in educational performance research has been reaffirmed in recent studies, including Caratiquit (2025) who employed the same instrument in a PLS-SEM study among pre-service teachers and Gebre (2024) who confirmed its dimensional structure in a public sector organizational context.
3.5 Analytical Strategy
Data were analyzed using Partial Least Squares Structural Equation Modeling (PLS-SEM) implemented in SmartPLS 4. PLS-SEM was selected for several methodological reasons: it is particularly well-suited to predictive research objectives; it performs robustly with reflective latent variable models; and it applies bootstrapping-based inferential procedures that do not require multivariate normality assumptions (Hair et al., 2019). A systematic review by Demir and Usak (2025) confirms that PLS-SEM has become the dominant analytical approach in educational research, valued for its ability to handle small samples, non-normal data distributions and high-complexity structural models making it especially appropriate for the present context. Sharma and Kaur (2024) further demonstrate its suitability for investigating complex mediating and moderating relationships in higher education management research. The analysis followed the two-stage approach recommended by Anderson and Gerbing (1988): Stage 1 assessed the measurement model for reliability and validity prior to structural model testing in Stage 2. Shahabi et al. (2025) adopted equivalent analytical frameworks in recent EI-performance studies, providing methodological precedent and cross-study comparability for the present investigation.


4. Results
4.1 Measurement Model Assessment
The measurement model was evaluated across three psychometric criteria: internal consistency reliability, convergent validity and discriminant validity, as recommended by Hair et al. (2019).
4.1.1 Internal Consistency Reliability and Convergent Validity
Table 2 presents the reliability and convergent validity statistics. Cronbach's Alpha coefficients ranged from 0.817 (Self-Regulation) to 0.883 (Social Competence), all comfortably exceeding the recommended threshold of 0.70. Composite Reliability (CR) values ranged from 0.881 to 0.919, surpassing the 0.70 benchmark. Average Variance Extracted (AVE) values ranged from 0.583 (Job Performance) to 0.740 (Social Competence), all meeting the minimum threshold of 0.50, thus confirming convergent validity across all constructs.
Table 2. Reliability and Convergent Validity Statistics
	Construct
	Cronbach's Alpha
	rho_A
	Composite Reliability
	AVE

	Job Performance (JBP)
	0.860
	0.867
	0.894
	0.583

	Self-Awareness (SA)
	0.867
	0.867
	0.909
	0.714

	Social Competence (SC)
	0.883
	0.892
	0.919
	0.740

	Self-Regulation (SR)
	0.817
	0.815
	0.881
	0.650


Note. AVE = Average Variance Extracted; rho_A = Dijkstra-Henseler's Rho. All thresholds: Cronbach's Alpha > 0.70; CR > 0.70; AVE > 0.50.
4.1.2 Outer Loadings
All indicator outer loadings exceeded the recommended minimum of 0.70, confirming that each item reliably represents its intended latent construct. Self-Awareness indicator loadings ranged from 0.824 (SA2) to 0.860 (SA4). Self-Regulation loadings ranged from 0.684 (SR4) to 0.869 (SR3). Social Competence loadings ranged from 0.827 (SC2) to 0.891 (SC1). Job Performance loadings ranged from 0.723 (JBP2) to 0.779 (JBP6). These results are depicted in the PLS-SEM path diagram (Figure 1).
4.1.3 Discriminant Validity
[bookmark: _GoBack]Discriminant validity was assessed using the Fornell-Larcker criterion, which requires that the square root of each construct's AVE exceeds its inter-construct correlations. As shown in Table 3, this criterion is satisfied for all constructs, confirming that each construct is empirically distinct from all others in the model.
Table 3. Fornell-Larcker Criterion Matrix (Discriminant Validity
	Construct
	JBP
	SA
	SC
	SR

	JBP
	0.764
	—
	—
	—

	SA
	0.629
	0.845
	—
	—

	SC
	0.713
	0.452
	0.860
	—

	SR
	0.760
	0.654
	0.612
	0.806


Note. Bold diagonal values are the square root of AVE. Off-diagonal values are inter-construct correlations. JBP = Job Performance; SA = Self-Awareness; SC = Social Competence; SR = Self-Regulation.
4.1.4 Common Method Bias
Variance Inflation Factor (VIF) values for all indicators ranged from 1.269 (SR4) to 2.699 (SC3), all substantially below the conservative threshold of 3.3 recommended for PLS-SEM (Kock, 2015). These results indicate that common method bias does not constitute a significant threat to the validity of the study findings.
4.2 Structural Model Assessment
4.2.1 Explanatory Power
The structural model explained 67.6% of the variance in job performance (R² = 0.676). According to Hair et al. (2019), R² values of 0.75, 0.50 and 0.25 are considered substantial, moderate and weak, respectively. The obtained R² of 0.676 approaches the substantial threshold, indicating that the three EI dimensions collectively constitute highly meaningful predictors of academic staff job performance in this context.


4.2.2 Hypothesis Testing
Table 4 presents the path coefficients, standard deviations, T-statistics and p-values derived from PLS bootstrapping with 5,000 resamples. Figure 2 illustrates the complete PLS-SEM path diagram.
Table 4. Structural Model Results: Path Coefficients and Hypothesis Testing
	Hyp.
	Path
	β 
	Mean (M)
	ST.DEV
	T-Stat
	p-Value
	Decision

	H1
	SA → JBP
	0.232
	0.236
	0.106
	2.189
	0.000
	✓

	H2
	SR → JBP
	0.488
	0.488
	0.115
	4.259
	0.000
	✓

	H3
	SC → JBP
	0.400
	0.400
	0.063
	6.346
	0.000
	✓



Note. β (O) = original sample path coefficient; M = bootstrap sample mean; STDEV = bootstrap standard deviation; T-Stat = T-statistic (|O/STDEV|). ✓ = Hypothesis Supported. *** p < 0.001. R² (JBP) = 0.676. SA = Self-Awareness; SR = Self-Regulation; SC = Social Competence; JBP = Job Performance.
4.2.3 Summary of Results
All three hypotheses are supported. Self-regulation (β = 0.488, T = 4.259, p < 0.001) emerges as the strongest predictor of job performance, followed by social competence (β = 0.400, T = 6.346, p < 0.001) and self-awareness (β = 0.232, T = 2.189, p < 0.001). Together, these three EI dimensions account for 67.6% of the variance in job performance among academic staff in higher education in Jammu and Kashmir.4.3 PLS-SEM Path Model








Figure 2. PLS-SEM Path Diagram: Emotional Intelligence Dimensions and Job Performance
[image: PLS-SEM model results]
Note. Values adjacent to arrows are standardized path coefficients; values in parentheses are p-values. The R² = 0.676 is displayed inside the JBP latent variable circle. All outer loadings shown are significant at p < 0.001. SA = Self-Awareness; SR = Self-Regulation; SC = Social Competence; JBP = Job Performance.
5. Discussion
The present study examined the differential effects of three emotional intelligence dimensions-self-awareness, self-regulation and social competence, on job performance among academic staff in higher education institutions in Jammu and Kashmir. All three hypotheses were supported, with each EI dimension exerting a statistically significant positive effect on job performance. The structural model explains 67.6% of the variance in job performance (R² = 0.676), reflecting the substantial collective predictive power of the EI dimensions examined. These findings affirm the multidimensional relevance of emotional intelligence in higher education performance contexts and extend prior research by providing dimension-specific evidence from a geographically and contextually distinctive setting.

5.1 Self-Regulation and Job Performance (H2 Supported)
Self-regulation emerged as the strongest predictor of job performance in this study (β = 0.488, p < 0.001), consistent with the process model of emotional regulation proposed by Gross (1998) and with extant empirical evidence in organizational settings. The primacy of self-regulation as a performance driver is particularly interpretable in the J&K higher education context, where academic staff routinely navigate institutionally complex environments marked by resource constraints, socio-political stressors and evolving organizational demands. The capacity to modulate emotional responses to remain professionally composed under pressure, avoid reactive behavior and sustain goal-directed effort, appears to be the most consequential emotional competency for job performance in this context.
These findings resonate with Conservation of Resources Theory (Hobfoll, 1989) and the Job Demands-Resources model (Bakker & Demerouti, 2023), both of which posit that emotional regulation constitutes a key psychosocial resource that buffers against stressor-induced performance depletion. Faculty members with strong self-regulation may effectively conserve emotional resources, thereby maintaining consistent and high-quality performance across demanding academic responsibilities. Chen et al. (2025) provided direct empirical corroboration in a comparable educational context, finding that self-regulation-anchored EI predicts both job satisfaction and resilience among college teachers under occupational stress. The result also aligns with Joseph and Newman's (2010) cascading model, wherein self-regulation mediates the pathway from emotional perception to performance outcomes.
5.2 Social Competence and Job Performance (H3 Supported)
Social competence was the second-strongest predictor of job performance (β = 0.400, p < 0.001), underscoring the centrality of interpersonal emotional capacities in academic work. Higher education is inherently an interpersonal profession: faculty members are expected to engage meaningfully with students across diverse backgrounds, collaborate with colleagues across disciplines and interact productively with institutional leadership. The ability to accurately read, empathize with and respond strategically to the emotions of others, the defining elements of social competence, directly supports the quality of these interactions and by extension, overall job performance.
Côté (2022) emphasizes that socially competent individuals are better equipped to manage the relational demands of interpersonal-intensive roles. Coronado-Maldonado and Benítez-Márquez (2023) further confirmed that social EI dimensions are central to effective team performance and leadership, while Korakis et al. (2025) established that the relational competencies embedded in EI consistently predict transformational leadership effectiveness across organizational contexts. In J&K's higher education setting, social competence provides faculty with the interpersonal capital necessary to build trust, navigate relational complexity and achieve strong performance outcomes. These findings also align with Brackett et al. (2012) and Li and Zhang (2024), who collectively established that emotional competencies positively influence educational effectiveness through improved social and relational processes.
5.3 Self-Awareness and Job Performance (H1 Supported)
Self-awareness exerted a significant positive effect on job performance (β = 0.232, T = 2.189, p < 0.001), supporting H1 and confirming the direct performance relevance of this foundational EI dimension. While self-awareness registered a comparatively smaller path coefficient than self-regulation and social competence, its significance is both statistically and theoretically meaningful. As the foundational layer of emotional intelligence (Goleman, 1998; Salovey & Mayer, 1990), self-awareness provides the emotional self-knowledge from which effective self-regulation and interpersonal responsiveness are believed to develop.
The positive effect of self-awareness on job performance aligns with Sánchez-Álvarez et al. (2020), who established that self-awareness predicts psychological well-being and adaptive functioning both of which support occupational effectiveness. Merlin and Soubramanian (2024) further demonstrated that self-awareness is the intrapersonal gateway to interpersonal effectiveness, while Ruiz-Ortega et al. (2025) provided structural equation evidence that EI anchored in self-awareness predicts academic performance through engagement and burnout reduction. In the J&K higher education context, faculty members who maintain accurate awareness of their emotional states may be better positioned to recognize stress-related patterns early, seek appropriate support and calibrate their professional conduct in ways that preserve and enhance performance.

5.4 Theoretical Contributions
From a theoretical standpoint, this study advances the multidimensional understanding of emotional intelligence in organizational contexts. By demonstrating that all three EI dimensions-self-awareness, self-regulation and social competence, independently and positively predict job performance, the findings affirm the theoretical completeness of multidimensional EI models (Goleman, 1998; Mayer et al., 2004) and challenge the practice of collapsing EI into a single composite score. The study extends Joseph and Newman's (2010) cascading EI model by demonstrating that all three dimensions carry independent predictive value for performance when examined in a context of high emotional demand. Additionally, by incorporating the JD-R framework (Bakker & Demerouti, 2023), the study enriches understanding of how EI dimensions function as personal resources that mitigate work demands, an insight with particular relevance to the growing global phenomenon of EI decline identified by Freedman et al. (2025).
5.5 Contextual Contributions
Contextually, this study offers one of the first comprehensive empirical investigations of EI and job performance in the higher education sector of Jammu and Kashmir. The region's distinctive characteristics including ongoing socio-political complexity, institutional transitions and resource challenges appear to amplify the performance relevance of all three EI dimensions, each serving a distinct adaptive function. Self-regulation supports emotional resilience under stress; social competence enables effective interpersonal navigation; and self-awareness facilitates self-directed professional adaptation. Collectively, the findings extend the ecological validity of EI-performance research aligned with the cross-cultural evidence synthesized by Li et al. (2025) while highlighting the importance of local contextual factors in shaping EI-performance dynamics.
6. Implications
6.1 Theoretical Implications
The findings make several theoretical contributions. First, by demonstrating that all three EI dimensions independently predict job performance, the study reinforces the case for multidimensional EI theorization and measurement. Second, the differential effect sizes across dimensions provide empirical grounding for theoretical models that posit EI as a hierarchically organized, sequentially operative construct. Third, the study situates EI research within the understudied context of conflict-affected higher education, broadening the ecological validity of EI-performance theory. Fourth, the integration of the JD-R model (Bakker & Demerouti, 2023) with EI-performance theorizing offers a productive conceptual bridge between organizational stress research and emotional competency scholarship. Future theoretical development should elaborate on how contextual characteristics including institutional volatility, socio-political stressors and resource constraints moderate the relationships between specific EI dimensions and performance.
6.2 Practical Implications for Higher Education Institutions
The study's findings carry actionable implications for higher education administrators, faculty development coordinators and human resource professionals. Given the strong predictive power of self-regulation, institutions should prioritize investment in professional development programs that cultivate emotional regulation skills among academic staff. Mindfulness-based training, stress resilience workshops and emotion regulation coaching should be embedded within institutional faculty development frameworks, particularly in environments characterized by high occupational stress. The findings of Freedman et al. (2025) on global EI decline further underscore the urgency of proactive institutional investment in sustaining emotional competencies.
The significant effect of social competence supports the inclusion of interpersonal effectiveness training encompassing empathy, communication skills and conflict management within leadership and faculty development curricula. Institutions should also consider creating emotionally supportive workplace cultures that normalize the acknowledgment of emotional experiences and reward interpersonally effective behavior. 
Zhou et al. (2026) affirm that cultivating emotionally intelligent leadership has cascading positive effects on staff satisfaction, engagement and performance in academic organizations.
The significant contribution of self-awareness further implies that reflective professional practice should be actively encouraged and institutionally supported. Mentoring programs, structured peer-feedback mechanisms and personal development coaching can serve as vehicles for cultivating self-awareness among academic staff at all career stages. For recruitment and appraisal purposes, the findings suggest that emotional competencies should be formally assessed alongside cognitive qualifications, using validated instruments such as the WLEIS (Wong & Law, 2002) to enhance the predictive validity of hiring and promotion decisions.
7. Limitations and Future Research Directions
This study is subject to several limitations that should be considered when interpreting the findings. First, the cross-sectional research design precludes causal inference. While the study establishes statistically significant associations between EI dimensions and job performance, temporal precedence cannot be established. Longitudinal research designs such as the cross-lagged panel approach employed by Zhou et al. (2026) are needed to confirm the directional causality implied by the theoretical framework.
Second, the reliance on self-report measures introduces the possibility of socially desirable responding and common method variance, though VIF analyses suggest that common method bias is not a substantive concern in this dataset. Future studies may benefit from multi-source performance ratings incorporating supervisor or peer assessments to provide more objective performance indicators.
Third, the sample is restricted to academic staff in Jammu and Kashmir, which may limit the generalizability of the findings to other geographic regions and organizational contexts. Comparative multi-regional or cross-national studies would enrich understanding of how contextual factors moderate the EI-performance relationship across settings.
Fourth, the study does not examine potential mediating or moderating variables. Several theoretically relevant candidates including work engagement, organizational support, psychological safety, job demands and personality traits such as conscientiousness may clarify the mechanisms and boundary conditions through which EI dimensions influence performance. Future research employing mediation and moderation analyses guided by the JD-R framework (Bakker & Demerouti, 2023) and the leadership moderation models of Li et al. (2024) and Pulido-Martos et al. (2024) would substantially advance the theoretical richness of this area.
Finally, although the Fornell-Larcker criterion supports discriminant validity, future studies may wish to additionally report the Heterotrait-Monotrait Ratio (HTMT), which provides a more conservative and increasingly recommended test of discriminant validity in PLS-SEM contexts (Henseler et al., 2015).
8. Summary and Conclusion
This study provides comprehensive empirical evidence for the positive effects of all three emotional intelligence dimensions- self-awareness, self-regulation and social competence on job performance among academic staff in higher education institutions in Jammu and Kashmir, India. Employing PLS-SEM, the findings demonstrate that self-regulation (β = 0.488, p < 0.001) is the strongest predictor of job performance, followed by social competence (β = 0.400, p < 0.001) and self-awareness (β = 0.232, p < 0.001). Together, these three dimensions explain 67.6% of the variance in job performance (R² = 0.676), reflecting the substantial and collective explanatory power of emotional intelligence in this context.
These results affirm the multidimensional relevance of emotional intelligence in higher education and underscore that each dimension whether intrapersonal recognition (self-awareness), intrapersonal regulation (self-regulation) or interpersonal application (social competence) contributes independently and meaningfully to academic performance. The findings are consistent with the growing body of evidence from diverse educational contexts (Caratiquit, 2025; Xu et al., 2024; Munir et al., 2025) and organizational settings (Gebre, 2024; Shahabi et al., 2025), reinforcing the universality of EI's performance-enhancing properties while situating them within the specific demands of conflict-affected higher education.
For higher education institutions in J&K and comparable settings, cultivating emotional intelligence across all three dimensions in academic staff represents a high-yield investment in institutional performance, faculty well-being and educational quality. As organizations in knowledge-intensive sectors increasingly recognize the strategic value of emotional competencies alongside cognitive ability and as global EI decline poses growing risks to workforce resilience (Freedman et al., 2025) this study offers timely, evidence-based guidance for scholars, practitioners and policymakers committed to enhancing human performance in higher education.
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