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Abstract
Purpose of the study: The present study focuses to explore the relationship of emotional intelligence with the work-life
balance of working women at the university level in Pakistan. The objectives of the study were: i) to determine the level
of emotional intelligence and work-life balance of working women of public sector universities in KP; ii) to find out the
relationship between emotional intelligence and work-life balance of working women of the public sector universities in
KP.
Methodology: The study was quantitative in nature and the survey method was used to collect data. The population
consisted of all working women of public sector universities in KP. The sample of the study consisted of 350 working
women randomly selected from 06 universities public sector universities. In this respect, two research instruments were
developed one for measuring work-life balance and the second for measuring Emotional Intelligence. Data were
collected after seeking consent from the working women. The data were analyzed by using statistical techniques.
Main Findings: It was found that the majority of the working women had high emotional intelligence with a high worklife balance. A significant correlation was found between emotional intelligence and the work-life balance of working
women. It was concluded that high emotional intelligence leads to a high work-life balance.
Applications of this study: Therefore, it is recommended that university administration may develop such programs and
policies that may facilitate employees’ work-life balance. Higher authorities may arrange training sessions for stress
management which may help employees to reduce their stress and keep balance in their personal and professional life.
Novelty/Originality of this study: The readers may come to know about the emotional intelligence and work-life
balance of working teachers especially women in higher institutions and how both factors are correlated.
Keywords: Emotional Intelligence (EI), Work-Life Balance (WLB), Working Women, Teachers.
INTRODUCTION
Intelligence is a combination of many mental processes directed towards effective adaptation to the environment.
Similarly, Kidwell et al. (2011) are of the view that emotions have strong psychological forces that influence the
behavior and the related performance of the professionals. It refers to the ability of an individual to use emotions by the
time and situation. Emotional intelligence covers a large array of an individuals’ social life. Yilmaz et al. (2015) opine
that EI covers all of our actions and feelings as they say, whatever we do, wherever we go we carry and act with our
feelings. Kirk et al. (2008) believe that Emotional Intelligence refers to the adaptive functioning of interpersonal as well
as intrapersonal interaction. Researchers have found that EI is the specific trait that varies from individual to individual
and the difference is measurable concerning emotional skills as expounded by Austin et al. (2005).
Frederickson (2003) gives the view that positive emotions at the workplace broaden momentary thought and action
which ultimately strengthen individual as well as organizational functioning (p.331). Regarding working people,
Friedman and Greenhaus (2000) contend that such individuals wish to address their liabilities at the workplace and in the
family to achieve satisfaction and success. Achieving job-domestic balance and related satisfaction level is subservient
to redesigning workplace load with the family demands as believes Bailyn, (2006) Greenhaus et al. (2001). Fallon
(2001) believes that job life balance is the capacity of an employee to maintain balance in his/her time, energy, emotions,
personal needs, and the needs of those who provide them profits.
Ruderman et al. (2002) argue that the length of time spend at the workplace has a positive relationship with the level of
satisfaction. A balance between work and family demands usher forth better satisfaction especially in case of shorter
work time and the consequent enriched work (Barnett, 2006). In such a state of affairs skills and resources are bitterly
developed which ultimately enhance an individual’s capacity to address work-family difficulties concerns. As a result of
the new globalized trends in all walks of life, today women have relatively more vibrant roles in societies around the
World. Today women occupy management and executive positions in any given social setup as Kinnear, (2014) and
Mostert, (2009) contended. In this respect, du Toit et al. (2017); Pillay et al. (2013); Cavazotte et al. (2012), stated that
EI plays a significant role in the life of working females. Emotional Intelligence has considerably enhanced the success
level of women leaders and workers on the job place (Jonck & Swanepoel, 2015). Similarly, emotional intelligence
provides a base for enhanced leadership qualities in women as expounded by Chaudhry and Saif, (2012); Anand and
Suriyan, (2010); Rahim (2010).
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Despite the traditional line of thinking in the past, today there is a visible paradigm shift regarding the role and status of
women in any given social set up around the World. As a result of this changing scenario for women today they are in a
far better position to participate in the routine matters ranging from the attainment of higher education to jobs,
employment socio-economic, and political participation. Coming down to South Asian societies it can easily be observed
that women’s role in their respective societies is multi-lateral. They are thought to be primarily responsible for
household activities. The situation gets further aggravated for women when they get married as they have to undertake
many other responsibilities together with the house-hold. Motherhood determines the degree and level of responsibilities
and priorities for women. As a result of the low level of stress and tension, women are in a better position to attain and
maintain a balance between work and life (Rajesh et al., 2013).
In Pakistan, women play different roles and responsibilities. Together with the job-related duties they have to address
household-related tasks such as; husband care, parents care, and children care. Such type of tangled situation poses
serious challenges to the married working women as they have to satisfy all the stakeholders. Any failure in this tangled
situation may lead to tension and stress-laden family, the consequences of which are usually very devastating in certain
cases.
OBJECTIVES
1. To determine the level of emotional intelligence and work-life balance of working women of public sector
universities in KP.
2. To find out the relationship between emotional intelligence and work-life balance of working women of public sector
universities in KP.
LITERATURE REVIEW
For developing and maintaining more pleasant and attractive environment organizations recruit such types of individuals
who are emotionally intelligent to attract and serve the individuals in a pleasant manner which ultimately leads to a
better performance of the concerned organization. The importance of EI can be understood from the conclusions of
Kalantari et al. (2012) study who articulates that a high level of emotional intelligence paves way for reduced tension
and stress that is usually created by a tough working environment.
Gohm and Clore, (2002) expounded a new idea in this respect according to which emotional intelligence in the
workplace has the potential to reduce burnout in burnout-prone professions. Schwartz (2011) also found that a sense of
positive emotions at the workplace leads to a more positive impact on job attitudes coupled with better productivity. In
this connection, an individual’s capacity to control and manage work time plays a decisive role to address multiple role
demands (Valcour & Hunter, 2005). Here the findings of Thomas and Ganister (1995) are worth-mentioning who found
that a lower level of work time control leads to a less capacity to properly address unforeseen family demands, hence
such individuals are more aversive.
Lenaghan et al. (2007) believe that managing emotions are the key to achieve balance in the arena of work-family tugof-war. In this respect, Akintayo (2010) is of the view that those who are emotionally intelligent are in a better position
to cope successfully with the challenge of work-family stress and conflicts. Emotionally intelligent peoples have a high
level of motivation for work as well as for family demands and have relatively less stress in their routine life. Emotional
intelligence is a determining factor in developing and maintaining equilibrium in professional and personal life (Shylaja
& Prasad, 2017).
In today’s scenario, women around the world have attained a significant place in every walk of life. They are
participating in various socio-cultural aspects of life such as; politics, literature, arts, sports, banking, and finance, etc. Of
course, these disciplines need an acceptable level of emotional intelligence where issues of stress, anger, etc. can be well
addressed through a better level of emotional intelligence. Emotional Intelligence is a determining factor for enhanced
academic and professional performance.
Given, the importance of emotional intelligence in the workplace and family-related issues, it is pertinent to mention that
the EI level of the working women may be increased. In this connection, Singh (2010) opines that organizations can
raise the level of EI of working women by adopting several of measures and programs such as: enhancing their
competence, like people success, system success, and self-success. For the development of this aspect Grant, (2007)
suggested training programs to improve the level of emotional intelligence of the working women. To some extent
women have got out of the tangled situation that usually hamper their thriving prospects; however, there are certain
issues yet to be faced by women such as; child-rearing, homemaking, etc. (Winn 2004). In this respect, certain
responsibilities are thought to be inherent and inborn for women like childcare and housework irrespective of their
earning, qualification, or employment. This state of affairs tarnishes women’s dream of having vibrant and dynamic job
opportunities for women. About this concern, Webster (2001) opines that roles and expectations from women vary from
society to society yet it has been recorded that women tend to be held responsible for domestic duties like childcare and
parenting.
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The research findings of Kapoor et al. (1999), regarding married women employees, reveal that women are in a weak
position to develop and maintain a balance between job demands and family-demands and that, family-related issues are
responsible for their misery. The absence of work support at home by the husbands exacerbates the situation for working
women. In this connection, Rajadhyaksha and Smita (2004) explored that just 34% of husbands were supporting their
wives in routine household matters. While the figure for those who occasionally supported their wives was 24%. This
simply means that the majority of the population still follows the traditional stance. A study conducted in the information
technology industry by Ali (2006), concludes that social support from the family as well as by the concerned
organization plays a pivotal role in job facilitation for women. Raj and Mahalakshmi (2016) state that despite the several
roles played by women in the family and at work, like a spouse, caretaker, parent, employee, colleague and providing
service due to work pressure and stress.
The research (Memon, et al., 2020) demonstrated a positive and critical connection and effect of job life balance on
satisfaction at the workplace which was acknowledged and has been predictable to past researches. Furthermore, an
intervention impact of EI between WL and its satisfaction is determined. The opinions of male and female teachers also
vary regarding EI and WL. It shows the gender difference in their perceptions. Professional fulfillment is the same for
both gender while there is no important contrast saw among wedded and unmarried respondents in three of the cases.
In the current setting of a quickly changing climate, the essential for harmony between job and domestic routine is
applauded high. It accompanies as a major test to administration and leadership impelling disappointment, clashes,
ineffectiveness, and wearing down. Thus, the study recognizes the correlation between EI, socio factors, and its impact
on WL. Along these lines, the socio factors affect the degree of EI and consequently push WLB moreover. In particular,
it recommends that intercession pointed toward improving the Work-life of individuals, and it upgrades the degree of EI
with different socio factors (Madan & Raja, 2019).

Work-life
Balance of
Working
Women

Emotional
Intelligence

Figure 1: Conceptual Framework of EI and WLB of Working Women
Source: Authors conceptualization
HYPOTHESES
1.

There is a weak level of emotional intelligence and work-life balance of working women of public sector
universities in KP.

2.

There is no relationship between emotional intelligence and the work-life balance of working women of public
sector universities in KP.

METHODOLOGY
Research design, Population, and sample
It was a quantitative and correlational study where the survey technique was used as a data collection mechanism. The
population of this study comprised six (06) public universities were five hundred and forty-seven (547) working women
teachers. A sample of 330 respondents was chosen through a random sampling technique. For collecting data, a
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questionnaire survey based used as a tool for this study as it is a suitable technique to analyze the perception of human
behavior (Francis et al., 2000; Francis et al., 2004).
Table 1: Respondents’ Demographic Information
Demographic Variables
Age
25-30
30-40
40-50
50 or above
Designation
Assistant Professors
Lecturers
Qualification Masters
M.Phil.
Ph.D.
Experience
1-10
10-20
20-30
30-40
Marital status Married
Single
Separated/Divorced

F
66
93
103
58
180
140
29
100
191
93
110
92
25
135
106
79

%
20.6
29.1
32.2
18.1
56.2
43.8
9.1
31.2
59.7
29.1
34.4
28.8
7.8
42.2
33.1
24.7

Table 1 shows the statistics concerning the demographic variables of the participants. The demographic variables were
gender, age, designation, marital status, education, and teaching experience.
Development of measuring tool
The questionnaire was developed related to Emotional intelligence and Work-life balance with the relevant demographic
descriptions of the respondents as well. The EI consisted of five factors where each factor contained five statements
relevant to the theme. Thus, there were twenty-five statements in the questionnaire. The second variable work-life
balance of the working women consisted of ten factors. The statements of this questionnaire were also ranked on a 5point Likert scale. To ensure the validation of research instruments, these were presented to subject experts for their
opinions. They gave feedback after reviewing the questionnaire. These instruments were pilot-tested where again some
minor discrepancies were removed and finally Cronbach Alpha was applied which revealed reliability of EI .84, and
WLB .87 respectively. Thus both the instruments were reliable for data collection.
Data collection and analysis
The researchers collected the data in their presence to avoid any discrepancy if it happens. The respondents were
requested to fill the questionnaires. The response rate was 97% as respondents returned the questionnaires. In this
manner, the requisite data were collected, organized, described, and analyzed by the researchers. Descriptive and
inferential statistics were applied to analyze the data. For measuring the relationship between the two variables the
Pearson’s r generally known as ‘Pearson product-moment correlation coefficient was used. Skidmore and Thompson
(2011) viewed that it was the most appropriate technique for finding relationships among variables. This technique has
many academic benefits as on the one hand it gives a clear picture of the phenomenon of linear relationships between
and among variables. Thus, it gives a clear picture of the strong or weak relationships among variables.
RESULTS
Table 2: Level about EI of Respondents
Levels F %
Low 50 15.6
Medium 80 25.0
High 190 59.4
Total 320 100.0
Table 2 shows that 59.4% of the participants had a high level of emotional intelligence.
Table 3: Levels of WLB of the Respondents
Levels F %
Low 47 14.7
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Medium 84 26.2
High 189 59.1
Total 320 100
Table 3 is indicative of the situation where mostly women teachers develop a balance between work and home activities
easily.
Table 4: Relationship between WLB and EI of University Women Teachers
Factors
Work-life balance and Emotional intelligence

R
0.951**

P
0.01

The above table reveals that there is a strong significant correlation between the Emotional Intellect and the Working
Lifecycle of respondents. There is a positive correlation coefficient which shows that there is a strong relationship. The
higher the scores in Emotional Intelligence: the higher the Working Life Balance of the respondents.
Table 5: Relationship between Dimensions of WLB with EI
Dimensions of WLB
Official Provision
Work-Life Balance Policies
Work Place Support
Workload Management
Work Expectations
Workplace Satisfaction
Societal Support
Child Care
Self-management
Personal Life Expectations

N
320
320
320
320
320
320
320
320
320
320

R
0.840
0.848
0.826
0.722
0.698
0.867
0.855
0.862
0.906
0.855

p
0.01
0.01
0.01
0.01
0.01
0.01
0.01
0.01
0.01
0.01

Table 5 is about the relationship between the dimension of job life balance and the emotional intellect of the
respondents. The statistical values show that there is a strong significant relationship between the sub-factors of WorkLife Balance and Emotional Intelligence.
Table 6: Correlation between Dimensions of EI with WLB
Sub factors of EI
Emotional Self-awareness
Self-Management
Social Awareness
Relationship Management
Self-confidence

N
320
320
320
320
320

Work-Life Balance
r
P
0.755
0.01
0.855
0.01
0.869
0.01
0.895
0.01
0.904
0.01

Table 6 is about co-relation between the dimensions of emotional power on one hand and the work-life stability of the
respondents. All these sub-factors have a significant correlation with Work-Life Balance.
DISCUSSION
The study aimed to investigate the level of association of EI with the WLB among working women in the province of
Khyber Pakhtunkhwa, Pakistan. It was found in the study that the higher the Emotional Intelligence the higher the WorkLife Balance among the respondents. This is pertinent to mention here that with a fast-changing world scenario work-life
balance has become a challenging phenomenon for women. This is much influenced by growing prerequisites of specific
jobs in all walks of life. The familial style has radically changed as in past husband was supposed to earn and the woman
was to keep up the household affairs as nowadays the wife is also an earning individual of the family. However, in most
cases, the wives are still performing their traditional duties at home besides being equal financial contributors to the
family. Despite the enormous entry of women into the earning arena, they are still performing their traditional
responsibilities at home. This is due to the cultural taboos that think of women performing household affairs at all costs.
This phenomenon poses a challenging situation for the working women, hence, the issue of work-life balance.
The findings of this research reveal a strong significant correlation exists between emotional intelligence and stability of
work life. This result showed that the higher scores on EI leads to a higher score on the WLB. This finding in line with
the previous study done by Shylaja and Prasad (2017) who stated that EI bears a significant effect on peoples’ work-life
balance especially in their professional and personal lives. In this respect, many other researchers have conducted studies
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such as; Bedi and Bedi (2017) who concluded that EI fosters work-life balance in a person’s life. Similarly, Thorat and
Dharwadkar (2016) explored that EI served as a determinant factor for working people to properly manage their relations
at the workplace and achieve a better work-life balance. Similar findings were shared by Sharma (2014) who based on a
survey of 55 workers found that there is a positive relationship between EI and WLB. To add further, Srividhya and
Sharmila (2014) opined that through a high level of EI working women were at a better level of handling both home and
workplace-related responsibilities. Researchers Kumarasamy et al. (2016), Thorat and Dharwadkar (2016), and Shylaja
and Prasad (2017) found in their respective investigations that a direct relationship exists between EI and attaining WLB,
both at the management and employee level.
The findings of this study showed that all sub-factors of WLB have a strong correlation with EI. The results showed the
strong relationship of Workplace satisfaction, institutional support, and self-management with EI. Those who possess a
high level of EI are rarely confronted with stressful situations such as role conflict and are better at performing their
respective responsibilities at the workplace and the family level. The possible reason behind this phenomenon could be
that individuals with better EI levels possess a high level of motivation and interest in their work (Gupta, 2016). The
findings of this study matched that of Eid (2016) who explored the relationship of employees’ satisfaction with
employees’ performance where a better performance was observed. Similarly, Goodwin and Richards (2017) found that
individuals who had no support at their workplace ultimately led to lower WLB which led to a high level of
dissatisfaction for the sampled respondents. In this respect, the findings of Sharma et al. (2016) are worth-mentioning
who discovered that the harder the working conditions of the employees the lesser the satisfaction and the performance.
The same idea was expounded by Lee et al. (2015); Azeem and Altalhi (2015) who believe when the employees achieve
balance at the workplace especially in job requirements and demands of personal life enhance the satisfaction level of
the employees.
It was explored in the study that all the sub-factors of EI have a strong relationship with WLB. Self-confidence and
relationship management plays a very significant role in work-life balance. Similar to that, Long et al. (2016) maintained
that EL plays an integral role in services organizations, where quality is associated with the service as EI strengthens
individuals to exhibit constructive behavior with co-workers, subordinates, managerial hierarchy, and even the clients as
well. Furthermore, researchers like, Bedi and Bedi (2017) discovered that EI empowers an individual’s level of
positively perceiving work environment which in turn leads to a better level of job satisfaction.
CONCLUSION AND RECOMMENDATIONS
Balancing both work and life is an interesting debate among researchers. This aspect has posed a serious challenge to
employees as to how to manage their respective personal and professional life. To increase the better productivity,
efficiency, and commitment of employee’s organizations will have to introduce WLB policies within their confinements.
The study concluded that there is a strong relationship exists between EI and WLB. All the sub-factors of EI are strongly
correlated with WLB. High-level emotional intelligence persons manage and understand their own emotions as well as
that of others in a better manner that leads to better performance. It is a better way to provide better work and life
balance. Therefore, it is recommended that employees may be engaged in training related to the theory and practice of EI
so that they may utilize the same for the management of conflicting situations. Emotional intelligence is an ability that
can be developed through training.
The researchers recommend that special attention may be given to the specific problems of the female employees in any
organization as they have multiplicity roles to play besides their workplace responsibilities. There may be a clear
demarcation regarding working and non-working activities. At each organizational level, the senior management the
concerned officials may take active strides to formulate policies about WLB related measures to build sustainable
institutions in all aspects of life. They should come up with effective and efficient emotionally balanced working culture
for women that may make their personal and professional life pleasant. The authorities may focus on effectiveness and
productivity rather than the length of working hours. In this respect, communication technologies and skillful timemanagement strategies may be focused on for better productivity.
Furthermore, social support may be applied as a tool for reducing stress especially in women, which empowers the latter
in properly handling WLB together with familial duties. Other members of the household may extend moral support to
the working women by helping them in the fulfillment of their routine life tasks. The working females may be assisted in
terms of monetary support and emotional care. In the case of married working females, the role of the husband is of
integral importance who may extend every possible support to the wife for achieving and maintaining a better level of
WLB. Hence a sense of co-partnership between the husband and the wife may be ensured to avoid role-conflict etc.
LIMITATIONS
This study was conducted on working women teachers in KPK Province. The researchers faced problems in data
collection by the participants due to the cultural barrier and COVID-19.
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