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Abstract: The research aims to analyze the relationship between the emotional intelligence and intrinsic motivation with job 

satisfaction and organizational commitment among the nurses. Data for the study was collected through structured questionnaire from 

80 nurses of government and private hospitals in Palakkad. Purposive sampling technique was used. For analysis, Karl Pearson’s 

correlation analysis using ANOVA table and Pearson Product Moment Correlation (PPMC) was used. Emotional intelligence and 

intrinsic motivation is used as independent variable and job satisfaction and organizational commitment is used as dependent variable. 

The result shows that there is a positive relationship between both emotional intelligence and intrinsic motivation with job satisfaction 

and organizational commitment. The study recommended that nurses should be provided with adequate supply of sanitation material, 

insurance, protective equipment to ensure their safety especially during covid-19. Working environment should be improved. And 

more independence in the occupational structure should be given which will leads to greater organizational commitment and job 

satisfaction. 
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1. INTRODUCTION  

 

        More than 5 million of people have been affected by the covid-19. This has put heavy pressure on the existing health care system 

and management. Nurses are considered as the frontline fighters in protecting the life of millions of people, the role played by them in 

the current scenario is vital and cannot be ignored. As they are the one who is undertaking the screening test, providing adequate 

psychological support to the patients who has been contracted with covid-19 mainly with the view point to overcome with fear, 

anxiety over health and preventing the patients from going to depression. Hence there is need from the side of nurses to display high 

emotional intelligence- empathetic towards the patients and adaptable to existing situations- to communicate the emotions with the 

patients. Nurses should have adequate motivation which provide them satisfaction and commitment towards the institution for 

reducing the rate of the quitting.  

        Emotional intelligence can be defined as the ability to express, manage one’s own emotion in a positive manner to relieve stress, 

to overcome conflicts and challenges and to empathize with others. Nurses should be emotionally strong since they have to control 

their anxiety and aggressiveness especially in dealing with the patients and to understand the needs of patients. Hospital management 

should not only give importance in providing high quality services but also ensure that emotional acuity of nurses is managed 

properly.  

       Intrinsic motivation can be defined as the motivation driven within the individual arising from the interest in doing the task, rather 

than the desire for getting some reward or from the external pressure. For the health sector performance and retention of high-quality 

services from the nurses, they should be highly motivated. The hospital management should applause and should give necessary 

appreciation to the nurses for their extraordinary work especially during covid-19. Job security, praise, appreciation, involvement in 

decision making, provision for appropriate feedback, comfort work place will motivate the nurses.  

       Organizational commitment (OC) is the relative strength of individual in identifying with the organization i.e. accepting the 

organizational goal and objectives. Nurse commitment towards the organization reduces the tendency of taking leave during crucial 

situation like covid-19, early retirement or job quitting, doing non-medical activities outside the hospital. To maintain the existing 
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staff, the hospital authorities should improve the organizational commitment. If the management has a clear idea about the 

organizational commitment among nurses, this information can be used for decision making an adopting proper method that would 

determine the effectiveness of hospitals. Job satisfaction is the pleasure or feeling of enjoyment which a person derives from his job. It 

is way people feel about their organization. It is one of the most important factors that determine the efficiency and productivity.  

2. LITERATURE REVIEW  

 

         Catherine et.al (2020) examined the relationship between intrinsic motivational needs and performance of the workers. The 

study was conducted through a structured questionnaire and personal interview. In order to determine the strength and nature of 

relationship between two variables, Pearson Product Moment Correlation was used. The results show that there is a significant 

relationship between intrinsic motivational needs such as rewards, job satisfaction and compensation on worker’s performance. The 

study suggested that effective strategy should be devised by the organizations which lead to increase in motivation and thereby 

achieving the organizational objectives.  Hakim and Pristika (2020) analyzed how the performances of nurses are influenced by 

emotional intelligence and spiritual intelligence with intervening variables such as organizational citizenship behavior and 

continuance commitment. Using purposive sampling method 58 data was obtained from the nurses of Columbia Asia Semarang 

Hospital. Path analysis was used as an analytical tool, which shows that there is a positive and significant influence with emotional 

intelligence and spiritual intelligence with organizational citizenship behavior and continuance commitment. These above factors also 

influence the nurses’ performance in a positive way. Since nurses are the one of the strong pillar of health care system, their 

performances are imperative to deliver high quality service.  

         Dirican and Erdil (2020) made a research on the relationship between ability based emotional intelligence with organizational 

citizenship behavior (OCB) and counterproductive workplace behaviors (CWB). Online questionnaire were circulated among 50 

public universities in Turkey and data collected from 645 academic staff. The findings show that emotional intelligence based on 

ability is a positive indicator of interpersonal organizational citizenship behavior but negative with interpersonal counterproductive 

workplace behavior. With organizational OCB and organizational CWB, ability based emotional intelligence is a significant 

predicator. For increasing the organizational citizenship behavior among employee and in order to reduce counterproductive 

workplace behavior, ability based emotion have a crucial role. Anjali and Deepak (2018) made a pilot study using a structured 

questionnaire with 30 variables to know the impact of emotional intelligence on job satisfaction and performance among IT industry 

employees. Result shows that emotional intelligence is a positive predicator of performance among employee.   

        Baljoon et.al (2018) has reviewed the articles related to nurses from 2011 to 2017 from different databases such as science direct, 

Medline, Cochrane library etc. to analyze the work motivation among the nurses and to examine the factors affecting it.  The study 

found that work motivation among the nurses are affected by the personal factors such as age, gender, experience, level of autonomy 

and by organizational factors such as salary, promotion, relationship with co-workers etc. However these factors may change from 

one organization to another. Vratskikh et.al (2016) made a study to explore how emotional intelligence influences the job satisfaction 

and performance. For the study data was collected from 354 employees in administrative sections from the University of Jordan. 

Three questionnaire were designed and for analyzing structural equation modeling (SEM). A positive relationship was found between 

emotional intelligence with job satisfaction and performance.  

 

3. OBJECTIVES  

 

Major objectives of the study are: 

 To analyze the socio-demographic conditions of the nurses.  

 To examine the relationship between emotional intelligence with job satisfaction and organizational commitment.  

 To study the relationship between intrinsic motivation with job satisfaction and organizational commitment.  

 

4. DEVELOPMENT OF HYPOTHESIS  

 

Based on the objectives, the following Hypotheses have been formulated: 

 

 H1: There is significant relationship between emotional intelligence and job satisfaction.  

 H2: There is significant relationship between intrinsic motivation and job satisfaction.  

 H3: There is significant relationship between emotional intelligence and organizational commitment   

 H4: There is significant relationship between intrinsic motivation and organizational commitment. 

5. METHODOLOGY  

 

              The study is based on the primary data collected through structured questionnaire. The sampling technique employed for the 

study was purposive sampling. The population of this study was 80 nurses from both private and government hospitals of Palakkad 

district. Karl Pearson’s correlation analysis using ANNOVA table and Pearson product moment was use as a tool for analyzing the 

strength of relationship between emotional intelligence and intrinsic motivation with organizational commitment and job satisfaction. 

This study use emotional intelligence and intrinsic motivation as the independent variables and organizational commitment and job 

satisfaction as dependent variable.   
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6. RESULTS 

 

6.1 Socio-demographic conditions of Nurses 

 

  Frequency %   Frequency % 

Gender Male 40 50.0 Education Diploma 9 11.25 

Female 40 50.0 A.N.M 5 6.25 

 

 

Age 

Below 25 
11 13.75 

BSc. 

Nursing 
37 46.25 

26-30 
33 41.25 

MSc. 

Nursing 
22 27.5 

31-35 11 13.75 Any other 7 8.75 

36-40 14 17.5 Experience Below 4 27 33.75 

41 and 

above 
11 13.75 

4-8 
16 20.0 

Marital 

status 

Married 52 65.0 9-12 17 21.25 

Unmarried 22 27.5 13-16 9 11.25 

Divorced 2 2.5 Above 16 11 13.75 

Widow 4 5.0 Employment 

type 

Govt. 54 67.5 

Salary 

per 

month 

Less than 

10000 
9 11.25 

Private 
26 32.5 

10000-

15000 
23 28.75 

Number of 

earning 

members in the 

family 

One 
12 15.0 

15000-

20000 
22 27.5 

Two 
57 71.25 

Above 

20000 
26 32.5 

Three 
7 8.75 

  
  

Above 

three 
4 5.0 

 

           Table 6.1 indicates the socio-demographic profile of the nurses. 50% of the respondents are female and 50% of respondents are 

male. 41.25% of the respondents belong to the age group Majority of the respondents (65%) were married. On the basis of educational 

level, 46.25% of the respondents completed BSc. nursing and 27.5% of the respondents have completed MSc. nursing. Around one 

third of the respondents have an experience below 4 years and 13.75% with above 16 years of experience. 67.5% of the respondents 

are employed in the government sector and remaining in the private hospitals. More than half of the respondents belong to the family 

with two earning members.  

 

6.2 Emotional intelligence and Job satisfaction- Karl Pearson’s correlation analysis 

 

            In order to know the relationship between emotional intelligence and job satisfaction, Karl Pearson’s correlation analysis was 

applied where emotional intelligence was regarded as an independent variable and job satisfaction as a dependent variable. 

 

H0: There is no significant relationship between emotional intelligence and job satisfaction  

H1: There is significant relationship between emotional intelligence and job satisfaction  

 

                                       6.2a  Model Summaryb 

Model R R Square 

Adjusted R 

Square 

Std. Error of the 

Estimate 

1 .341a .116 .0093 .11632 

a. Predictors: (Constant), Emotional Intelligence 

b. Dependent Variable: Job Satisfaction 

 

                           6.2b ANOVAb 

Model Sum of Squares Df Mean Square F Sig. 

1 Regression .068 1 .068 4.995 .031a 

Residual 0.512 78 .014   

Total 0.583 79    

a. Dependent Variable: Job satisfaction 

b. Predictors: (Constant), Emotional Intelligence 
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6.2c Coefficientsa 

              Model 

Unstandardized Coefficients 

Standardized 

Coefficients 

t Sig. B Std. Error Beta 

1 (Constant) 0.379 1.85  4.876 .000 

Emotional Intelligence .204 .091 .341 2.235 .031 

a. Dependent Variable: Job Satisfaction 

 

             Table 6.2a shows the Regression Model Summary. Table displays R, R Square, Adjusted R Square, and the standard error. In 

the model, the R value of .341 indicates the moderate relationship. R square value of .116 (11.6%) indicates the proportion of 

variation in the dependent variable explained by the regression model. The R square moderate values indicate that the model fit the 

data satisfactorily. Adjusted R squared value of .093 attempts to correct R squared to more closely reflect the goodness of fit of the 

model in the population.  

            ANOVA Table 6.2b tells that the overall model is significant as F =4.995 and p = .03. So, the individual variable i.e. 

emotional intelligence has a significant relationship with the dependent variable i.e. job satisfaction. Coefficients tell the unique effect 

size for the variable. In the Table 6.2c, Independent variable uniquely predicts the value of dependent variable. Results indicated that 

there is positive, moderate and significant relationship between emotional intelligence and job satisfaction (r (80) = 0.341, p= 

0.031<0.05). Hence, we reject the null hypothesis. 

 

6.3 Intrinsic Motivation and Job satisfaction –Karl Pearson’s correlation analysis  

 

            In order to know the relationship between emotional intelligence and job satisfaction, Karl Pearson’s correlation analysis was 

applied where intrinsic motivation was regarded as an independent variable and job satisfaction as a dependent variable. 

 

H0: There is no significant relationship between intrinsic motivation and job satisfaction  

H2: There is significant relationship between intrinsic motivation and job satisfaction  

 

                                   6.3a  Model Summaryb 

Model R R Square 

Adjusted R 

Square 

Std. Error of the 

Estimate 

1 .434a .225 .087 .11256 

a. Predictors: (Constant), Intrinsic motivation 

b. Dependent Variable: Job Satisfaction 

 

6.3b ANOVAb 

Model Sum of Squares Df Mean Square F Sig. 

1 Regression .059 1 .072 4.842 .042a 

Residual 0.0526 78 .017   

Total 0.579 79    

a. Dependent Variable: Job satisfaction 

b. Predictors: (Constant), Intrinsic Motivation 

 

6.3c Coefficientsa 

              Model 

Unstandardized Coefficients 

Standardized 

Coefficients 

t Sig. B Std. Error Beta 

1 (Constant) 0.339 1.82  4.676 .000 

Emotional Intelligence .265 .087 .434 2.245 .434 

a. Dependent Variable: Job Satisfaction 

 

 

          Table 6.3a shows the Regression Model Summary. Table displays R, R Square, Adjusted R Square, and the standard error. In 

the model, the R value of .434 indicates the moderate relationship. R square value of .225 (22.5%) indicates the proportion of 

variation in the dependent variable explained by the regression model. The R square moderate values indicate that the model fit the 

data satisfactorily. Adjusted R squared value of .087 attempts to correct R squared to more closely reflect the goodness of fit of the 

model in the population.  

          ANOVA Table 6.3b tells that the overall model is significant as F =4.842 and p = .042. So, the individual variable i.e. intrinsic 

motivation has a significant relationship with the dependent variable i.e. job satisfaction. Coefficients tell the unique effect size for the 

variable. In the Table 6.3c, Independent variable uniquely predicts the value of dependent variable. Results indicated that there is 
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positive, moderate and significant relationship between intrinsic motivation and job satisfaction (r (80) = 0.434, p= 0.042<0.05). 

Hence, we reject the null hypothesis 

 

6.4 Organizational commitment and emotional intelligence: Pearson Product Moment Correlation (PPMC) 

 

In order to know the relationship between emotional intelligence and organizational commitment, Pearson correlation analysis was 

used to test interrelationship among all variables.  

 

H0: There is no significant relationship between emotional intelligence and organizational commitment   

H3: There is significant relationship between emotional intelligence and organizational commitment   

 

Correlations 

 

Emotional 

Intelligence 

Organizational 

Commitment 

Emotional Intelligence Pearson Correlation 1 .785 

Sig. (2-tailed)  .042 

N 80 80 

Organizational 

Commitment 

Pearson Correlation .785 1 

Sig. (2-tailed) .042  

N 80 80 

 

          Here we have a significant relationship between emotional intelligence and organizational commitment with a correlation 

coefficient of 0.785 and a p-value of 0.042 which is less than 0.05. We would therefore reject the null hypothesis. 

 

6.5 Organizational commitment and intrinsic motivation: Pearson Product Moment Correlation (PPMC) 

 

To know the relationship between intrinsic motivation and organizational commitment, Pearson correlation analysis was used to test 

relationship among all variables.  

 

H0: There is no significant relationship between intrinsic motivation and organizational commitment  

H4: There is significant relationship between intrinsic motivation and organizational commitment 

 

 

Correlations 

 

Intrinsic  

motivation 

Organizational  

commitment 

Intrinsic  

motivation  

Pearson Correlation 1 .683 

Sig. (2-tailed)  .030 

N 80 80 

Organizational  

commitment 

Pearson Correlation .683 1 

Sig. (2-tailed) .030  

N 80 80 

 

         Here we have a significant relationship between intrinsic motivation and organizational commitment with a correlation 

coefficient of 0.683 and a p-value of 0.030 which is less than 0.05. We would therefore reject the null hypothesis. 

 

7. FINDINGS  

 

       All findings were based on the objectives selected. The findings are classified as socio economic analysis and Hypothesis testing 

result. 

 

7.1 Major findings of Socio-economic Analysis 

 

 The study is conducted in 80 nurses, 50% of the respondents are male and 50% of the respondents are female. 

 13.75 of the respondents belong to the age group below 25yrs, 41.25% belong to the age  

 group 26-30yrs, 13.75% belong to the age group 31-35, 17.5% belong to the age group 36-40yrs and 13.75% of the 

respondents belong to the age group 41 and above. 

 On the basis of marital status of the respondents, it is inferred that 65% of the respondents are married, 27.5% of the 

respondents are unmarried, 5% of the respondents are widow and 2.5% of the respondents are divorced. 
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 Majority of the respondents says 46.25% have completed BSc nursing. 27.5% of them have completed MSc nursing, 11.25% 

of the respondents have completed diploma, 6.25% of respondents have completed A.N.M and 8.75% of the respondents 

have completed a qualification other than mentioned above. 

 On the basis of experience of the respondents in the nursing field, 33.75% of the respondents have 0-4yrs of experience. 

Only 11.25% of the respondents have an experience of 12-16yrs. 

 In this study, 32.5% of the respondents have monthly income above 20000, 28.75% of the respondents have an monthly 

income of 10000-15000, 27.5% of the respondents have an monthly income 15001-20000 and 11.25% of the respondents 

have an monthly income less than 10000. 

 Around 67.5% of the respondents are employed in government sector and 32.5% of the respondents are employed in private 

sector. 

 Majority 71.25% of respondents have two earning members in the family and only 5% of respondents have more than three 

earning members in the family. 

 

7.2 Major findings of Hypothesis Testing 

 

 Karl Pearson’s correlation analysis was applied to study the relationship between emotional intelligence and job satisfaction, 

where emotional intelligence was regarded as an independent variable and job satisfaction as a dependent variable. Results 

show that there is positive, moderate and significant relationship between emotional intelligence and job satisfaction (r(80) = 

0.341, p= 0.031<0.05).  

 To study relationship between intrinsic motivation and job satisfaction, Karl Pearson’s correlation analysis was applied 

where intrinsic motivation was regarded as an independent variable and job satisfaction as a dependent variable. Results 

indicated that there is positive, moderate and significant relationship between intrinsic motivation and job satisfaction (r(80) 

= 0.431, p= 0.042<0.05).  

 In order to know the relationship between emotional intelligence and organizational commitment, Pearson Product Moment 

Correlation (PPMC) was used to test interrelationship among all variables. Results show that there is a significant 

relationship between emotional intelligence and organizational commitment with a correlation coefficient of 0.785 and a p-

value of 0.042 which is less than 0.05. We would therefore reject the null hypothesis.  

 Pearson Product Moment Correlation (PPMC) was used to test interrelationship between intrinsic motivation and 

organizational commitment. Results show that there is significant relationship between intrinsic motivation and 

organizational commitment with a correlation coefficient of 0.683 and a p-value of 0.030 which is less than 0.05.  

 

8. CONCLUSION 

 

          Nurses have critical duties and responsibilities during COVID-19 pandemic. Nurses will continue to work in the frontline of 

caring the patients in hospital and monitoring the community. They should give personalized care, high quality services to the 

COVID-19 infected patients irrespective of their condition. With global pandemic, current world need strong nursing staff 

engagement especially in clinical management, creating awareness among the public, exchanging of knowledge and more over work 

towards public safety. The study shows that there is positive relation between emotional intelligence and intrinsic motivation with job 

satisfaction and organizational commitment. Hence nurses should be emotionally strong and should be motivated intrinsically to 

remain satisfied with the job and commitment towards work and organization. Following suggestions are made:  

 

 Adequate insurance and other benefits such as salary hike etc... Should be provided for nurses.  

 Working environment should be improved. More provisions to ensure safety and effective work place should be 

implemented so that to minimize the stress and enhance their level of job satisfaction.  

  Optimal staffing model should be followed by the hospital management which reduces the work load of nurses that 

directly and indirectly leads to improvement in quality care and as well as increase the commitment towards 

organization. 

 Provide higher degree of independence to nurse within their occupational structure which creates the platform for the 

application of knowledge and specialized skills and improving their positions in the hospital thereby increasing their 

motivation to work.  

 Nurses should be providing with adequate supply of sanitation materials and protective equipment’s. They should be 

given proper training to handle the patients, offer screening information so that to minimize the risk of contracting with 

disease.  
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