
 

 

 

YANGON UNIVERSITY OF ECONOMICS 

DEPARTMENT OF MANAGEMENT STUDIES 

MBA PROGRAMME 

 

 

 

THE EFFECT OF EMOTIONAL INTELLIGENCE 

ON JOB PERFORMANCE OF EXPATRIATE TEACHERS 

AT INTERNATIONAL SCHOOL OF MYANMAR (ISM) 

IN YANGON 

 

 

 

 

ZAR CHI HLAING 

EMBA II - 06 

EMBA-16th BATCH 

 

 

DECEMBER, 2019 



 

 

 

YANGON UNIVERSITY OF ECONOMICS 

DEPARTMENT OF MANAGEMENT STUDIES 

MBA PROGRAMME 

 

 

 

THE EFFECT OF EMOTIONAL INTELLIGENCE 

ON JOB PERFORMANCE OF EXPATRIATE TEACHERS 

AT INTERNATIONAL SCHOOL OF MYANMAR (ISM) 

IN YANGON 

 

 

ACADEMIC YEAR (2017-2019) 

 

 

Supervised By:       Submitted By: 

 

Dr. Nwe Ni Aung       Zar Chi Hlaing  

Lecturer        EMBA II-06 

Department of Management Studies    EMBA 16th Batch 

Yangon University of Economics    2017 – 2019 



 

 

 

YANGON UNIVERSITY OF ECONOMICS 

DEPARTMENT OF MANAGEMENT STUDIES 

MBA PROGRAMME 

 

 

 

THE EFFECT OF EMOTIONAL INTELLIGENCE 

ON JOB PERFORMANCE OF EXPATRIATE TEACHERS 

AT INTERNATIONAL SCHOOL OF MYANMAR (ISM) 

IN YANGON 

 

 

“This thesis submitted to the Board of Examiners in partial fulfillment of the 

requirements for the degree of Master of Business Administration (MBA)” 

 

Supervised By:       Submitted By: 

 

Dr. Nwe Ni Aung       Zar Chi Hlaing  

Lecturer        EMBA II-06 

Department of Management Studies    EMBA 16th Batch 

Yangon University of Economics    2017 – 2019 



 

 

ACCEPTANCE 

This is to certify that the thesis entitled “The Effect of Emotional Intelligence on 

Job Performance of Expatriate Teachers at International School of Myanmar (ISM) 

in Yangon” has been accepted by the Examination Board for awarding Master of 

Business Administration (MBA) degree. 

 

Board of Examiners 

 

 

-------------------- 

(Chairman) 

Dr. Tin Win 

Rector 

Yangon University of Economics 

 

 

 

--------------------         -------------------- 

   (Supervisor)             (Examiner) 

 

 

 

 

 

--------------------         -------------------- 

    (Examiner)              (Examiner) 

 

December, 2019 



 

 

ABSTRACT 

 

This study seeks to examine the effect of personality traits on emotional 

intelligence and to analyze the effect of emotional intelligence on job performance of the 

expatriate teachers at International School of Myanmar (ISM) in Yangon. The date are 

collected from 75 expatriate teachers at ISM in Yangon with structured questionnaire. 

According to the results of study, among five personality traits, extroversion, 

conscientiousness and agreeableness positively affect emotional intelligence. Moreover, 

the results also show that, among five domains of emotional intelligence, empathy and 

self-regulation affect task performance and social skills affect contextual performance of 

expatriate teachers. The study recommend that ISM should focus on personality traits and 

emotional intelligence aspects of each expatriate teacher to achieve more authentic 

performance. ISM needs to be sure that every expatriate teacher is allowed to manage 

own workflow which will be improve their job performance. 
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CHAPTER 1 

INTRODUCTION 

 

For the recent decades, the education sector in Myanmar has tremendously grown. 

People absolutely affirm that education suggests the best approach to a brighter future and 

many research evidence shows that education is intimately related to future achievements. 

Due to the extensive elaboration, international education is at the frontage of global 

development and with globalization making it tranquiller than ever for families to move 

abroad for work and study opportunities. As Myanmar is an escalating star in 

international education, people have to thank to the rapid growth of English-medium 

internationals schools. In Myanmar, the demand for the education of westward approach, 

together with the growing prominence of the international education system, creates the 

education climate which is undergoing a progressive transformation. Booming demand 

for international schools, there is also an upward trend in demand for aspiring teachers 

who have the essential preparations and multi-ethnic knowledge and attitude to work in 

international environments. Due to the active roles, teachers are constantly challenged by 

their working surroundings such as hectic working environments, disruptive students, 

insensitive administrators, and parents’ expectation. And also, it certainly creates a 

multicultural learning environment which makes it the ideal setting for increasing 

students’ cultural awareness and fostering their understanding and appreciation of those 

who come from a different background to their own. 

In the education industry, emotional intelligence (EI) plays an important role in 

helping the management of schools and teachers to cope with challenging tasks required 

in the educational environment. According to the definition by Salovey and Mayer 

(1990), emotional intelligence is the ability to monitor one’s own and others’ feelings and 

emotions, to discriminate among them and to exploit this information to guide one’s 

thinking and actions. It is important for teachers to work with balanced or stable emotions 

in order to deal with those challenges tasks. Emotional intelligence is proved to be the 

necessity for successful performance and career development.  

Performance is defined, by Tahir, Saba and Rabia (2013), as the ability of an 

individual to use knowledge efficiently and effectively. Performance of the teachers is an 



 

 

important criterion in determining the outcome and success in a school. Job performance 

is a multidimensional concept which indicates how well employees complete their tasks, 

the initiative they take and the ingenuity they show in solving problems. Furthermore, it 

reveals the extent to which they complete tasks, the way they employ their available 

resources and the time and energy they spend on their tasks (Boshoff & Arnolds, 1995; 

Schepers, 1994). The comportment of the students is largely depends on the performance 

of the teachers. And, the success of schools fundamentally depends on teachers who are 

willing to go beyond role expectations voluntary. It has shown in previous studies that 

teachers with high emotional intelligence demonstrate outstanding performance. Quality 

teachers are the valuable asset of any school. 

This study focuses on the effect of emotional intelligence on job performance of 

teachers. Personality traits of each teacher can affect his or her emotional intelligence in 

different ways. According to the literature, the effect of emotional intelligence on 

teacher’s performance can be studied in most countries, but in Myanmar, it is not studied 

yet. In this study, the measures of emotional intelligence predict job performance when 

measures of personality traits are also included as predictors. 

 

1.1 Rationale for the Study 

The education sector is the major sector in the country’s economy which plays 

extensive and vital role in the economic development of the country. Teaching is the most 

important factor in education sector. Teacher is a person, who is working in educational 

institutions, who is responsible students to reach cognitive sense and behavioral aims and 

gains within the range determined by the education system. Emotional intelligence can 

create a healthy job performance because people with high levels of emotional 

intelligence have greater career success, higher job performance, stronger personal 

relations and more effective leadership skills. Emotional intelligence can greatly impact 

the work life and career because of the emotional awareness and the ability to handle 

feelings can determine the success and happiness in all aspects of the life. 

In education sector, a teacher is the leader of a class and responsible for the 

operation, administration, training of the class. Therefore, job performance of each 

teacher is important for the entire school. In order to get a better job performance, 

emotional intelligence of each teacher plays an important role. To have higher emotional 



 

 

intelligence, the personality traits of a person are also inevitably important. This study is 

to   compile the work done on the relationship between emotional intelligence and job 

performance of expatriate teachers at International School of Myanmar (ISM) in Yangon. 

 

1.2 Objectives of the Study 

The objectives of this study are as follows; 

1. To examine the effect of personality traits on emotional intelligence of expatriate 

teachers at International School of Myanmar (ISM) in Yangon 

2. To analyze the effect of emotional intelligence on the job performance of the 

expatriate teachers at International School of Myanmar (ISM) in Yangon 

 

1.3 Scope and Method of the Study 

This study focuses mainly on the effect of emotional intelligence on job 

performance of expatriate teachers who are working at International School of Myanmar 

in Yangon. Simple random sampling and descriptive research method are used in this 

study. The sample size of the study is 75 out of 92 expatriate teachers at International 

School of Myanmar by using Raosoft formula. Both primary and secondary data are used. 

For the primary data, the respondents are surveyed for this study. Structured survey 

questionnaires serve as an instrument of this study in determining the personality traits, 

emotional intelligence and job performance of the respondents. Frequency, percentage, 

mean, and linear regression analysis were used as statistical tools in this study. The 

secondary data are collected from previous research paper, internet websites, published 

journals, relevant textbooks, international thesis and the company. 

 

1.4 Organization of the Study 

This research paper is consists of five chapters. Chapter one is the introduction of 

the study. It includes rationale of the study, objectives of the study, scope and method of 

the study and organization of the study. Chapter two describes the theoretical background 

of the study. It includes the theories of personality traits, emotional intelligence and job 

performance and conceptual framework of the study. Chapter three presents about the 



 

 

personality traits of expatriate teachers at International School of Myanmar. Chapter four 

analyzes the effect of personality traits on emotional intelligence and the effect of 

emotional intelligence on job performance of the respondents. Chapter five discusses the 

findings and discussions, suggestions and recommendations, and need for further study. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



 

 

CHAPTER 2 

THEORETICAL BACKGROUND 

 

 Job performance is an important criterion for international schools in recruiting 

highly remunerated expatriate teachers.  To estimate job performance level of potential 

teachers, it needs to expose the predictors of job performance. Most researchers have 

revealed that emotional intelligence can impact on job performance and emotional 

intelligence is influenced by personality traits. Thus, the concepts of personality traits, 

emotional intelligence and job performance are pointed out in this chapter. The 

definitions of personality traits, emotional intelligence and job performance are conferred 

in this chapter. 

 

2.1 Personality Traits  

For international schools in Myanmar, importing employees is not cheap. 

Relocation, accommodation, settling-in assistance, travel allowance, and repatriation can 

make the cost of hiring an expatriate triple that of a domestic employee. 

English naturalist Charles Darwin said that it is not the strongest of the species 

that survives, or the most intelligent, but the one most responsive to change. Many people 

do not accustom well to a new culture, language, and job. There have been aggression, 

anxiety, depression, irritability, and feelings of low self-worth as a consequence. Negative 

physiological reactions such as restlessness, backache, and headache also often occur. 

Personality traits are the foundation of an expatriate's success because it shapes 

how someone copes in different situations. American psychologist Lewis Goldberg is the 

most prominent researcher in the field of personality psychology. Revolutionary work of 

Lewis Goldberg trimmed off Raymond Cattell’s 16 fundamental factors of personality 

traits into five primary factors, similar to the five factors found by fellow psychology 

researchers in the 1960s. Goldberg identified the five factors as primary factors of 

personality traits. 

The big five personality traits, also noted as the five-factor model (FFM) and 

the OCEAN model, are taxonomy for personality traits. The five factors are openness to 



 

 

experience, conscientiousness, extroversion, agreeableness, neuroticism. The five factors 

are represented by the abbreviation OCEAN or CANOE. 

 

2.1.1 Openness to Experience 

Openness to experience is one of the dimensions which are applied to 

describe human personality traits in the Five-Factor Model. Five aspects, active 

imagination, aesthetic sensitivity, attentiveness to inner feelings, preference for variety, 

and intellectual curiosity, are involved in openness to experience.  

People with high openness to experience tend to be logically curious, creative and 

imaginative. Personality researchers have shown that such people ordinarily see the world 

differently. They seek out new, unconventional and unfamiliar experiences, traveling to 

new places, embracing different cultures and practices. Higher levels of openness can 

lead a person to be more open to different or unconventional ideas and viewpoints. Such 

people are often more willing to try out new activities that are not experienced previously. 

Lower levels of openness to experience will seek refuge in more familiar 

surroundings. They are more likely to fail to take opportunities to try new experiences, 

such as traveling to exotic places or making a radical career change. Instead, they obtain 

coziness from the predictableness of the environment that they are accustomed to. 

Adhering to set routines and schedules, they prefer the ‘tried-and-tested’ familiarity of 

traditions. They are considered to be closed to experience. 

 

2.1.2 Conscientiousness 

Conscientiousness is a personality trait that can be explained as the tendency to 

control impulsiveness and act in socially admissible ways, behaviors that facilitate goal-

directed behavior (John & Srivastava, 1999). Conscientious people are the best in their 

ability to detain gratification, work within the rules, and plan and organize effectively.  

People high in conscientiousness are likely to be successful in school and in their 

careers, to be outstanding in leadership positions, and to persistently pursue their goals 

with determination and forethought (Lebowitz, 2016a). People with low in 

conscientiousness are much more likely to procrastinate and to be fickle, precipitate, and 

impulsive.  



 

 

The long-term study by Soldz and Vaillant (1999) found that conscientiousness 

was positively related to adjustment to life’s challenges and matured protective responses, 

indicating that those high in conscientiousness are often well-prepared to attempt any 

obstacles that come their way. Conscientiousness is negatively allied with depression, 

smoking, substance abuse, and engagement in psychiatric treatment.  

The trait was also found to correlate to some extent negatively with neuroticism 

and to a certain degree positively with agreeableness, but it had no discernible relation to 

the other factors (Ones, Viswesvaran, & Reiss, 1996). 

 

2.1.3 Extroversion 

Extroversion is one of the five personality traits of the Big Five personality traits 

theory. It indicates how outgoing and social an individual is. A person who scores high in 

extroversion on a personality trial is the life of the celebration. They enjoy being with 

people, participating in social gatherings, and are filled with energy.  

A person low in extroversion is less outgoing and is more comfortable working by 

himself. Individuals high in extroversion on a career test have a tendency to seek out the 

company and stimulation of other people. They enjoy engaging with the external world. 

These individuals prosper in excitement and are enthusiastic, action-oriented people. 

They enjoy being the center of attention in groups. 

On the other side of the coinage are introverts. These people are less enthusiastic 

and energetic than extroverts. They are less involved in social activities and have a 

tendency to close up and keep to themselves. An introvert does not require the external 

stimulus that extroverts do. 

 

2.1.4 Agreeableness 

Agreeableness is a personality trait demonstrating itself in individual behavioral 

characteristics that are professed as kindhearted, sympathetic, cooperative, friendly, and 

thoughtful. In contemporary personality theory, agreeableness is one of the five 

dimensions of personality traits, revealing individual differences in collaboration and 

social harmony.  



 

 

People who score high in agreeableness are empathetic and altruistic, while a low 

agreeableness score relates to selfish behavior and a lack of empathy. Agreeableness is 

contemplated to be a superordinate trait, meaning that it is a grouping of personality sub-

traits that cluster together statistically. The lower-level traits grouped under agreeableness 

are trust, straightforwardness, altruism, compliance, modesty, and tender-mindedness. 

 

2.1.5 Neuroticism 

Neuroticism is one of the big five personality traits in the study of psychology. 

Some defined neuroticism as a tendency for quick arousal when stimulated and slow 

relaxation from arousal, especially in concern to negative emotional arousal. Others 

defined it as emotional instability and negativity or maladjustment. Others yet defined it 

as a lack of self-control, poor ability to manage psychological stress, and a tendency to 

complain. 

In later studies, the term neuroticism more refers to emotional stability, in contrast 

to emotional instability and negativity, or bad adjustment. Individuals who are low in 

emotional stability (high in neuroticism) are more likely to be bad-tempered than normal 

and to experience feelings such as concern, fear, anxiety, anger, jealousy, frustration, 

jealousy, guilt, depression, and loneliness. 

Individuals who are high in emotional stability (low in neuroticism) tend to be 

more emotionally stable and less reactive to stress. A person who retains a high level of 

emotional stability is preferred in most professions because they can effectively manage 

well their emotions at work. They have a tendency to be calm, even-tempered, and less 

likely to feel tense or rattled. Even though they are low in negative emotion, they are not 

necessarily high on positive emotion. Being high in scores of positive emotion is 

generally an element of the trait of extroversion.  

A person with low emotional stability may be more easily distracted from their 

work, by deadlines, personal situations, and pressure. They are at risk for the 

development and onset of common mental disorders such as mood disorders, anxiety 

disorders and substance use disorder, symptoms of which had traditionally been called 

neuroses.  

 



 

 

2.2 Emotional Intelligence 

Psychologists Howard Gardner (Harvard), Peter Salovey (Yale) and John ' Jack ' 

Mayer (New Hampshire) originally developed the earlier definition of emotional 

intelligence during the 1970s and 80s. Emotional Intelligence is progressively applicable 

to organizational growth and development of individuals as the principles of EQ provide 

a modern approach of understanding and assessing people’s behaviors, management 

styles, attitudes, interpersonal skills and ability of people. Emotional Intelligence is an 

important issue in many aspects, education, personal, life and social. Peter Salovey, 

together with John Mayer, has defined emotional intelligence as the ability to monitor 

one's own and other people's emotions, to discriminate between different emotions and 

label them appropriately, and to utilize emotional information to guide thinking and 

behavior. Currently, three main models of emotional intelligence can be identified. They 

are the ability model, the mixed model (usually subsumed under trait EI) and the trait 

model. 

The mixed model, introduced by Daniel Goleman, focused on emotional 

intelligence as a wide array of competencies and skills that drive leadership performance. 

Daniel Goleman has defined emotional intelligence as the capability to recognize the 

feelings of one’s own and others, to motivate ourselves, and to manage emotions well in 

ourselves and in our relationships (Daniel Goleman, 1998). According to Daniel 

Goleman, there are five main elements of emotional intelligence: self-awareness, self-

regulation, motivation, empathy, and social skills. 

Goleman included a set of emotional competencies within each construct of 

emotional intelligence. Emotional competencies are not innate talents, but rather learned 

capabilities that have got to be worked on and can be developed to realize outstanding 

performance. 

 

2.2.1 Self-awareness  

Self-awareness is explained as the ability to recognize and understand one's 

emotions and know their impact on others while using gut feelings to guide decisions. 

Goleman said that an individual must be able to monitor own emotional state such as 

strengths, weaknesses, drives, lethargies, values, and goals and identify their emotions to 

achieve a state of complete self-awareness. The most common trademarks are self-



 

 

deprecating humour, realistic assessments of one’s conduct, and a healthy dose of self-

confidence. Traits that prove an individual as emotionally mature include confidence and 

the awareness of how you are perceived by others. (Goleman) 

 

2.2.2 Self-regulation  

Self-regulation involves controlling or redirecting one's disrupting emotions and 

impulses and adapting to changing circumstances. Goleman defined emotional maturity 

as being able to take responsibility for own actions, being able to adapt to change, and the 

ability to respond appropriately to other people’s irrational emotions or behavior.   

The notion of self-control does not mean denying or repressing true feelings 

(Goleman 2006, 81). It only means that the person makes a conscious decision to allow or 

deny the emotion’s influence on the situation; they respond, logically with cognitive 

thought in opposed to reacting emotionally, without forethought. 

 

2.2.3 Motivation 

Motivation pushes us to attain goals, feel more fulfilled and improve the overall 

quality of life. Daniel Goleman, who is the originator of the theory of emotional 

intelligence, found four components that form motivation: personal drive to accomplish, 

commitment to goals, readiness to act on opportunities, and optimism and resilience. 

Goleman (2006, 106) stated that the most powerful motivators are internal, not 

external. While outside incentives - money, power, prestige - are beneficial, they are not 

what makes work enjoyable. To get to the top grade, people must love what they do and 

find pleasure in doing it (Goleman 2006, 106). A person who is emotionally intelligent 

strives to satisfy internal motivation in work and other activities regardless of external 

incentives. 

 

2.2.4 Empathy 

Empathy is a recognition of the needs and feelings of others both individually and 

in groups, and being able to see things from the point of view of others. Empathy supports 

to develop a stronger understanding of other people’s situations. It comprises 



 

 

understanding others, developing others, having a service orientation, leveraging 

diversity, and political awareness. 

Empathy can often be difficult to achieve. People should learn to listen 

realistically to both the verbal and non-verbal messages of others, including body 

movements, gestures and physical signs of emotion.  Use questions to find out more about 

other people and what they are feeling. Daniel Goleman (2006, 183) noted that empathy 

means knowing how someone feels but does not mean agreeing with them. 

 

2.2.5 Social Skills 

In emotional intelligence, the term 'social skills' suggests the skills needed to 

handle and influence other people’s emotions effectively. Social skills encompass a wide 

range of relationships and interpersonal skills, from leadership through to influencing and 

persuading others, managing conflict, and working in a team. The term ‘social skills’ 

comprises a wide variety of skills and competencies, many of which are rooted in self-

esteem and personal confidence. 

Goleman (1999, 113) stated that these social abilities allow one to shape an 

encounter, to mobilize and inspire others, to thrive in intimate relationships, to persuade 

and influence, to put others comfortable. Interpersonal communication is a dynamic 

system that requires the participants to interact and respond to each other and changes in 

the system. The ability to communicate well with others is the culmination of Goleman’s 

other four competencies. 

By developing social skills, being easy to talk to, being a good listener, being 

sharing and trustworthy, that will become more charismatic and attractive to others. This, 

in turn, enhances self-esteem and confidence which makes it easier for positive personal 

dialogue and a greater understanding and acceptance of own emotions. 

 

2.3 Job Performance 

The theory of job performance (also called work performance) is an important 

basic concept in management. Job performance can be thought of as the degree to which 

an individual helps the organization reach its goals and is arguably one of the most 

important dependent variables studied in applied psychology (Murphy & Shiarella. 1997). 



 

 

Job performance is described as the total anticipated value to the organization of 

the distinct behavioral occurrences that an individual carries out over a standard period of 

time. Job performance, which relates to the act of doing a job, is a means to reach a goal 

or set of goals within a job, role, or organization (Campbell, 1990), but not the actual 

results of the acts performed within a job. Campbell (1990) affirmed that job performance 

is not a single action but rather a complex activity. Performance in a job is strictly a 

behavior and a separate entity from the outcomes of a particular job that relates to success 

and productivity.  

Generally, these job performance theories described the content and latent 

structure of the performance construct and provide insight into its measurement, 

correlates, and predictors. The facets from various theories can be grouped into two broad 

categories; (a) individual task performance, and (b) behaviors that create and maintain the 

social and organizational context that allows others to carry out their tasks (Murphy & 

Shiarella, Predictors of Task 20 1997). Borman and Motowidlo (1993) label these two 

dimensions task performance and contextual performance (citizenship and 

counterproductive), respectively by describing the reasons each promotes or hinders 

organizational goal accomplishment. Job performance can be divided in terms of task and 

contextual behaviors. 

 

2.3.1 Task Performance 

Task performance outlines obligatory behaviors whereas contextual behaviors are 

behaviors that do not fulfill specific aspects of the job's required role. Citizenship 

behaviors are defined as behaviors that contribute to the goals of the organization through 

their effect on the social and psychological conditions. Counterproductive behaviors, on 

the other hand, are intentional actions by employees that circumvent the aims of the 

organization.  

There are two types of task performance. The first type of task performance 

consists of activities that convert raw materials into the goods and services that are the 

organization’s final production. It involves undertakings such as operating a production 

machine in a manufacturing plant, selling merchandise in a retail store, teaching in a 

school, performing surgery in a hospital, and cashing checks in a bank. The second type 

of task performance consists of activities that service and maintain the technical core of 



 

 

the organization. It involves undertakings such as replenishing its supply of raw materials, 

distributing its finished products or providing important planning, coordination, 

supervising on staff functions that enable it to function effectively and efficiently. Thus, 

task performance bears a direct relation to the organization's technical core, either by 

executing its technical processes or by maintaining and servicing its technical 

requirements. 

 

2.3.2 Contextual Performance 

The domain of job performance also includes a wide range of behaviors, such as 

teamwork and organizational citizenship, which are not always necessary to accomplish 

job tasks, but are required for the smooth functioning of teams and organizations (Borman 

& Motowidlo, 1993). Borman and Motowidlo have labeled contextual performance as 

activities that do not contribute through the organization’s core technical process. 

Contextual performance is defined intrinsically as such activities that provide to 

the social and psychological foundation of the organization. It is regarded as equally 

important to task performance. One important function that is important for an 

organization is to ensure that employees are effectively performing their jobs. Contextual 

performance is viewed as an essential part of overall job performance.  

To include contextual performance as a measure of job performance, one of the 

main reasons is that it impacts the quality of human resource practices (Befort & Hattrup, 

2003). Job performance is inherently linked to the goals and mission of the organization 

(Motowidlo & Schmit, 1999). Consequently, decisions regarding how to measure job 

performance and how to assign relative weight to task and contextual behaviors have 

important implications for decisions made regarding human resource practices (Befort & 

Hattrup, 2003). Volunteering for additional work, assisting and cooperating with 

coworkers, following organizational rules and procedures even when personally 

inconvenient and various other discretionary behaviors are some examples of contextual 

performance. By making stronger viability of social networks, these activities are posited 

to enhance the psychological ambiance in which the technical core is nested.  

 

 



 

 

2.4 Previous Studies 

The relationships between personality traits, emotional intelligence and job 

performance are interested by the researchers. There are many literatures which are 

revealing those relationships. According to the literature on emotional intelligence and 

personality traits, authors have used different models to find out the relationship between 

personality traits and emotional intelligence. Based on the models, different results have 

been revealed. 

 

Table (2.1) Effect of Personality Traits on Emotional Intelligence 

Based on Previous Studies 

Author Relationship between OCEAN and EI 

McCrae, (2000) All the big five personality traits have correlation at least 

moderately with emotional intelligence. 

Dawda and Hart (2000) A significant relationship between EI and all Big Five 

personality traits. 

Sala (2002) Emotional intelligence has significantly correlated with 

Extroversion, Openness to experience, and 

Conscientiousness 

Bracket and Mayer 

(2003) 

A high significant correlation between emotional 

intelligence and Neuroticism, Extroversion, Agreeableness 

and Conscientiousness, but it has been moderately related 

with Openness to experience. 

Day et al., (2005) There exists a high correlation between EI and extroversion 

and conscientiousness. 

Shulman & Hemeenover 

(2006) 

Emotional intelligence has a positively relationship with 

the Extroversion and Openness domain of personality 

traits. 

 

 



 

 

Author Relationship between OCEAN and EI 

Matthews et al., (2006) Emotional intelligence was positively correlated with 

extroversion and negatively correlated with neuroticism. A 

smaller significant positive correlation with openness, 

agreeableness and conscientiousness. 

Mayleen, et al., (2009) There is a powerful correlation between extroversion 

personality traits and emotional intelligence. 

Athota, et al., (2009) Emotional intelligence significantly predicts personality 

traits of Extroversion, Openness, Agreeableness and 

Neuroticism. 

Avsec et al., (2009) Conscientiousness makes the most contribution in EI 

whereas neuroticism makes the least. Extroversion, 

openness, and agreeableness also predict emotional 

intelligence. 

Petrides, et al., (2010) Neuroticism was the strongest correlated dimension with 

emotional intelligence followed by Extroversion, 

Conscientiousness, Agreeableness and Openness. 

Besharat (2010) The correlation between emotional intelligence and the 

dimensions of extroversion and conscientiousness is 

significant and positive. The negative relationship has been 

found between emotional intelligence and neuroticism. 

Christopher, et al., 

(2011) 

Direct relationships between emotional intelligence and all 

the personality traits expect Agreeableness. 

Hudani, et al., (2012) Conscientiousness, Openness, Extroversion and 

Agreeableness are positively correlated with emotional 

intelligence. Conscientiousness is the only personality trait 

that has s stronger relationship with emotional intelligence. 

Source: Own Compilation Adopted From Previous Studies, 2019 

 



 

 

Emotionally intelligent person have strong control on their emotions and therefore 

they have more efficient and effective interaction with their work environment and with 

co-workers. The link between emotional intelligence and job performance has been 

proposed in the past studies. 

 

Table (2.2) Effect of Emotional Intelligence on Job Performance 

Based on Previous Studies 

 

Author Relationship between EI and Job Performance 

Goleman (1995, 1998) There exist a positive correlation between emotional 

intelligence and job performance. 

Ryback (1997), Weisinger 

(1998), Abraham (1999), 

Servinc (2001), Cavallo & 

Brienza (2002), Stagg & 

Gunter (2002), Vermeulen 

(2004),   

Emotional intelligence to be predictive of job 

performance. 

Abraham (1999), George 

(2000) 

Self-awareness allows individuals to set the priority of 

concerns. 

Sosik & Megerian (1999), 

Lewis (2000) 

Self-motivation is necessary for a team to attract and 

motivate followers. 

Mayer et al. (2000a) Job performance may be affected by emotional 

intelligence. 

Watkin (2000) EI is one of the most important factors to a higher level of 

job performance. 

Wolmarans & Martins 

(2001) 

Self-regulation includes the ability to remain calm during 

a provocative or conflict situation 

Ferris, Witt, and 

Hochwarter (2001) 

Social skills diminish the relationship between general 

mental ability and job performance and salary. 



 

 

Source: Own Compilation Adopted From Previous Studies, 2019 

 

2.5 Conceptual Framework of the Study 

People who have good personality traits can have high emotional intelligence and 

people with high emotional intelligence can also do their job performance well. To 

analyze these variables, the conceptual framework which focuses on personality traits, 

emotional intelligence and job performance is constructed. In the framework, the 

dependent variables, emotional intelligence and job performance, rely on the factors of 

personality traits which are the independent variables of the research study. 

 

Figure (2.1) Conceptual Framework of the Study 

 

 

 

 

 

Source: Own Compilation, 2019  

Author Relationship between EI and Job Performance 

Wong CS, Law KS (2002) Positive relationship between emotional intelligence and 

job performance. 

Carmeli A (2003) A high level of intelligence can lead to improved job 

performance. 

VandeWalle, Brown, 

Cron, & Slocum (1999), 

Porath & Bateman (2006),  

Self-regulation contributes to high job performance. 

Witt and Ferris (2003), 

Okumura & Usui (2010) 

Social skill controls the relationship between 

conscientiousness and job performance. 

Hasanzadeh (2009), 

Ganji, (2011) 

Emotional intelligence develops innovational creativity 

and helps in the improvement people’s job performance. 

Personality Traits 
● Openness 
● Conscientiousness 
● Extroversion 
● Agreeableness 
● Neuroticism 

Emotional Intelligence 
 Self-awareness 
 Self-regulation 
 Motivation 
 Empathy 
 Social Skills 

Job 
Performance 
● Task 

performance 
● Contextual 

performance 



 

 

In the competitive world, it is difficult for international schools to compete or 

even to survive without satisfying the most valued asset of the schools, teachers. A 

teacher is a leader of a class and responsible for the operation, administration, training of 

the class. Therefore, the job performance of each teacher is important for the entire 

school. In order to examine effective job performance, the effect of personality traits on 

emotional intelligence and the effect of emotional intelligence on job performance are 

analyzed. 

For the purposes of this study, the expatriate teachers at International School of 

Myanmar are approached and responded. The working definition of the term “expatriate 

teacher” is any teacher who is a citizen of one country but working in another country. In 

other words, the term often refers to teaching professionals taking positions outside their 

home country. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



 

 

CHAPTER 3 

PROFILE AND PERSONALITY TRAITS OF  

EXPATRIATE TEAHCERS AT ISM 

 

 In this chapter, the profile of International School of Myanmar (ISM), its vision 

and mission, its education system are introduced. Subsequently, this chapter highlights 

descriptive findings on the personality traits of expatriate teachers at ISM. Data used in 

the analysis are collected with a structured questionnaire. 

 

3.1 Profile of International School of Myanmar (ISM) 

 Yangon is a city with a rich culture, warm people and a surprisingly fast rate of 

growth. Livelihood in Yangon is like being in a time machine traveling to its past while 

living in the present and moving towards its future. Yangon is conventional yet evolving; 

comfortable and challenging; traditional and contemporaneous. Yangon is a dynamic city 

experiencing a rapid evolution from its multicultural roots and colonial past to a new 

phase of development and modernization. International School of Myanmar devotes to 

this movement of change by educating students to be inspired innovators who confidently 

contribute for the development of both Myanmar and the global community. 

In 1998, a group of apprehensive educators and business leaders, who believed 

there was a need for an affordable, high-quality international education option for 

Myanmar, established International School of Myanmar. The school has grown rapidly to 

three campuses of purpose-built classroom building in a residential neighborhood in 

Hlaing Township in northern district of Yangon Region. From its humble beginnings as 

an "International Child Zone" with 48 students, the school is now accommodating more 

than 900 students not only from Myanmar but also from expatriate students with the 

diversity of nations and cultural backgrounds and living in Yangon. 

The curriculum at International School of Myanmar is Standards-Based, College 

Preparatory and follows a North American Curriculum. The curriculum of the school 

follows the Common Core Standards for Math, Language Arts, and Reading, Next 

Generation Standards for Science and the American Education Reaches Out (AERO) 



 

 

standards for Social Studies. The High School students take Advanced Placement courses 

and graduate with a US High School Diploma that is accepted in colleges and universities 

throughout the world. In addition, the school offers a large variety of activities in sports, 

music, and the arts. 

External testing indicates that the school has become a highly competitive 

international school. Students from Grades 2-11 take part in a regular Measure of 

Academic Progress test (MAP), which tracks progress in the areas of reading, writing and 

mathematical literacy. With fully facilitated classrooms with necessary facilities for 

learning, the school has become an ideal place of learning for the students to gain their 

future success. 

The programs of the school provide students with excellent international 

education and prepare them to enter the top universities and colleges throughout the 

world. International School of Myanmar has been providing the education service for 

over 20 years with exceptional American education with highly qualified international 

teachers to students and families in Myanmar. 

International School of Myanmar is recognized by the Western Association of 

Schools and Colleges (WASC) and is a member of the East Asia Regional Council of 

Schools (EARCOS). Faculty members represent over 15 countries: United States of 

America, United Kingdom, China, India, Australia, Bolivia, Canada, Germany, Kenya, 

Ireland, Russia, Guatemala, New Zealand, Philippines, Romania, South Africa, Latvia, 

and Vietnam. Qualified teachers from all over the world are selected in international job 

fairs by the cooperation with recruiting agencies such as Search Association. International 

School of Myanmar embraces students of any nationality, religion, or ethnicity. For the 

regular admission process, the potential student need to take English language proficiency 

and mathematics testing to join the school. 

The HS College Counseling department focuses on preparing our students to enter 

top colleges and universities throughout the world. The experienced staff provides 

support and guidance to both students and parents throughout the college and university 

application process. Additionally, the counselors of the school meet with students and 

parents individually to help them choose the best courses which will prepare them for 

their desired career future. Throughout the student’s educational journey at International 

School of Myanmar, they are provided with a warm and caring learning environment. 



 

 

The school has two modern playing fields decorated with artificial turf, an indoor 

and outdoor gymnasium, an auditorium, a theatre, well-equipped classrooms, athletic 

changing rooms, and cafeteria. There are 180 school days and are divided into two 

semesters. The first semester is from August to December. The second semester is from 

January to May. School time is 8:00 am to 3:00 pm from Monday to Friday. The school 

has school-wide events such as Teacher’s respect day, International Cultural day, Kahtain 

Donation Ceremony, Winter Concert, Fun Fair, Water Festival & Creative Art Night. 

Global-mindedness and action are high priorities of International School of Myanmar 

students. 60% of the student body participates in projects related to environmental, 

educational, socioeconomically disadvantaged and healthcare issues. 

 The mission of the International School of Myanmar is stated as ISM, as a 

community of lifelong learners, prepares students with the knowledge and skills, 

understandings and attitudes to become independent and socially responsible citizens who 

are successful in their future learning opportunities and in meeting the challenges of an 

ever-evolving world. The vision of the International School of Myanmar is stated as ISM 

students are empowered innovators who positively impact both Myanmar and the global 

community. 

 

3.2 Research Design 

 This study aims to examine the impact of personality traits on emotional 

intelligence of expatriate teachers and to analyze the impact of emotional intelligence on 

job performance of expatriate teachers at International School of Myanmar. Analytical 

research method was used in this study. To achieve these objectives, both primary data 

and secondary data were used in this study. Primary data were obtained from 75 

respondents out of the population of 92 expatriate teachers, who were surveyed regarding 

their personality, emotional intelligence and individual job performance. The respondents 

were asked with the structured survey questionnaire at International School of Myanmar. 

The survey questionnaire used for this study is made up of four main sections; 

demographic information, personality traits, emotional intelligence and individual job 

performance of the respondent. The questions in section one are closed type questions 

(i.e., the respondents are required to choose only one answer out of the given possible 

answers). The questions in the sections other than section one are set out to collect the 



 

 

data with a five-point likert scale method ( 1 = very inaccurate to 5 = very accurate, 1 = 

underdeveloped to 5 = excellent, 1 = very low to 5 = very high ) Secondary data were 

obtained from textbooks, previous research papers and internet websites. In this chapter, 

the personality traits of the expatriate teachers will be discussed. 

 

3.2.1 Reliability Analysis 

Cronbach's alpha is the most common measure to test internal consistency 

("reliability"). Lee Cronbach elaborated, in 1951, a model to measure the internal 

consistency of a test or scale and the result is expressed as a number between 0 and 1. It is 

abundantly used when using multiple Likert questions in a survey or questionnaire that 

form a scale and determining if the scale is reliable. In a test, internal consistency 

explains the extent to which all the items measure the same concept or construct and 

hence it is connected to the inter-relatedness of the items within the test. Before a test is 

employed for research or examination purposes, internal consistency is determined to 

ensure validity. In addition, reliability estimates reveal the amount of measurement error 

in a test. The following Table (3.1) shows the levels of Cronbach’s Alpha and their 

internal consistency. 

 

Table (3.1) Reliability Statistics for the Factors in the Study 

Variables 
Cronbach’s

Alpha 

Cronbach’s Alpha 
Based on 

Standardized Items

No. of 
Items 

Internal 
Consistency

Personality Traits 0.760 0.747 50 Acceptable 

Emotional Intelligence 0.788 0.792 50 Acceptable 

Job Performance 0.703 0.658 20 Acceptable 

Source: Survey Data, 2019 

 

According to the Table (3.1), Cronbach’s Alpha for personality is0.760and shows 

that the questions prepared to reveal one’s personality traits are fairly consistent with each 

other and have acceptable reliability. Cronbach’s Alpha for emotional intelligence 

is0.788and shows that the questions prepared to disclose one’s emotional intelligence are 

also fairly consistent with each other and have acceptable reliability. And, that of job 



 

 

performance is 0.703and shows that the questions prepared to measure one’s job 

performance are also fairly consistent and also have acceptable reliability. Therefore, it 

can be concluded that every question listed in the questionnaire has acceptable reliability. 

 

3.3 Demographic Characteristics of Respondents 

In this study, 75 expatriate teachers from International School of Myanmar are 

surveyed to analyze their personality traits, emotional intelligence and job performance. 

All of the teachers were informed about the objectives of the study and proposed to 

participate in this survey. All participants were explained that all the surveyed data will 

be kept confidential used only for academic purposes and destroyed once the findings of 

this research have been completed. This section summarizes the demographic 

characteristics of the respondents such as gender, age, educational qualification, ethnic 

country and years of experience. 

Table (3.2) summarizes the demographic characteristics of responsive expatriate 

teachers at International School of Myanmar. According to the survey data, there are 

moderately more female teachers compared to male teachers. It means that, although the 

number of female teachers is conventionally greater than that of the male in the field of 

education, there is no much difference in gender in International School of Myanmar 

because of the work nature. Working as a teacher in the international schools all over the 

world is a risky job because they are constantly challenged by their working surroundings 

such as hectic working environments, disruptive students, insensitive administrators, and 

parents’ expectations. 

According to the survey data, most of the respondents are at the age level of 31 –

50 years. The data shows that the teachers at this age level are more likely to be hired to 

work at ISM expecting to achieve the best outcomes. By interviewing with those teachers, 

most of these age group teachers are well equipped and experienced. This causes a higher 

demand for hiring as teachers in international school of Myanmar. 

 

 

 

 



 

 

Table (3.2) Demographic Characteristics of Respondents 

Sr. Demographic Factors 
No. of 

Respondents 
Percentage 

(%) 

Total 75 100

Gender 

       Male 

       Female 

 

35 

40 

47

53

Age 

       21 – 30 years 

       31 – 40 years 

       41 – 50 years 

       51 years and above 

 

14 

24 

27 

10 

19

32

36

13

Education Qualification 

       Bachelor Degree 

       Master Degree 

       Doctorate 

 

30 

43 

2 

40

57

3

Ethnic Country 

       United State of America 

       United Kingdom (England) 

       Other European countries 

       Asian countries 

       African countries 

 

42 

18 

7 

5 

3 

56

24

9

7

4

Years of Experience 

       Less than 4 years 

       Between 4 years and 6 years 

       Between 7 years and 9 years 

       10 years and above 

 

4 

10 

24 

37 

5

14

32

49

Source: Survey Data, 2019 

 

Education qualification is also an important factor for a teacher. As per the survey 

data, most respondents are master degree holders, followed by respondents who are 

bachelor degree holders. This information shows that higher education qualification is an 

essential requirement for teachers to work with international schools. Although the 



 

 

highest education level is doctorate degree, the doctorate degree holders rarely considered 

working in Myanmar which has less chance for their further researches and studies. 

Ethnicity is also an influencing factor when hiring a teacher in international 

schools. In accordance with the survey data, most respondents are from United States of 

America, followed by respondents who are from United Kingdom of England. This 

means that the teachers from the western countries are more like to be employed in 

International Schools due to their western-style education system. 

Moreover, in the years of experience, over 10 years of experience is the biggest 

and less than 4 years of experience is the smallest. Based on the survey data, it can be 

found that the schools need skillful and experienced teachers to survive in the competitive 

conditions among international schools. The more they have experiences, the more 

chance they can get to be recruited. 

 

3.4 Personality Traits of Expatriate Teachers at ISM 

According to the conceptual framework represented in Chapter Two, the 

personality traits of expatriate teachers have been surveyed. All the respondents were 

asked by a total of 50 survey questions with 5 points Likert scale in order to find out the 

personality traits of expatriate teachers at International School of Myanmar. In the 

questionnaire, each set of statements commits on each personality trait with 10 statements 

in each set. The mean and standard deviation of personality traits are described in this 

section based on SPSS results and findings. 

 

3.4.1 Openness to Experience  

 A set of ten statements is used to explore openness to experience of each 

expatriate teacher. The result of the survey on openness to experience of 75 expatriate 

teachers is shown in Table (3.3). 

 

 

 

 



 

 

Table (3.3) Openness to Experience of Expatriate Teachers at ISM 

Sr. Openness to Experience Mean 
Standard 
Deviation 

1 Having vivid imagination 4.76 0.49

2 Aesthetic and artistic concerns 4.32 0.70

3 Being the center of attention 4.23 0.86

4 Preference variety to routine 4.40 0.77

5 Being able to deal with things 4.47 0.62

6 Wide Range of Interests 4.27 0.99

7 Excitement by new ideas 4.63 0.54

8 Leading the conversation 4.63 0.67

9 Enjoyment of thinking 4.65 0.58

10 Curiosity about different things 4.64 0.67

Overall Mean 4.50 

Source: Survey Data, 2019 

 

According to Table (3.3), among ten statements of openness to experience traits of 

teachers, the highest value of mean is 4.76 and the lowest is 4.23. The value of overall 

mean is 4.50. It means that most of the expatriate teachers are able to imagine unlikely 

situations clearly, curious about different things, excited by new ideas. They have a habit 

of deep thinking and power to lead the conversation. 

 

3.4.2 Conscientiousness 

A set of ten statements is used to explore conscientiousness of each expatriate 

teacher. The result of the survey on conscientiousness of 75 expatriate teachers is shown 

in Table (3.4). 

 

 

 

 

 



 

 

Table (3.4) Conscientiousness of Expatriate Teachers at ISM 

Sr. Conscientiousness Mean 
Standard 
Deviation 

1 Completing tasks successfully 4.61 0.57

2 Performing the tasks conscientiously. 4.57 0.50

3 Taking charge of situations and events 4.57 0.64

4 Performing as a result of inclination 4.36 0.71

5 Planning to get the job done 4.59 0.59

6 Paying attention to details 4.40 0.66

7 Doing things vigorously 4.49 0.64

8 Capability of coping with problems 4.52 0.55

9 Working hard to accomplish goals 4.68 0.57

10 Striving for excellence in everything 4.64 0.65

Overall Mean 4.54 

Source: Survey Data, 2019 

 

According to Table (3.4), among ten statements of conscientiousness traits of 

teachers, the highest value of mean is 4.68 and the lowest is 4.36. The value of overall 

mean is 4.54. It means that most of the expatriate teachers put due diligent and effort into 

teaching and completing tasks by using their talents, abilities and skills in the best way 

possible. It can be concluded that the expatriate teachers are hardworking, responsible and 

reliable and have a high level of self-discipline. 

 

3.4.3 Extroversion 

A set of ten statements is used to explore extroversion of each expatriate teacher. 

The result of the survey on extroversion of 75 expatriate teachers is shown in Table (3.5). 

 

 

 

 

 



 

 

Table (3.5) Extroversion of Expatriate Teachers at ISM 

Sr. Extroversion Mean 
Standard 
Deviation 

1 Knowing how to captivate people 4.56 0.70

2 Approaching others easily 4.28 0.85

3 Feeling comfortable around people 4.65 0.65

4 Welcoming a good argument 4.16 1.16

5 Feeling comfortable by difficult things 4.49 0.81

6 Feeling of great enthusiasm 4.60 0.62

7 Bringing joy, humour or good spirits 4.60 0.70

8 Warming up quickly to others 4.29 1.02

9 Making friends easily 4.52 0.83

10 Enjoying large parties and gatherings 4.24 1.10

Overall Mean 4.44 

Source: Survey Data, 2019 

 

According to Table (3.5), among ten statements of extroversion traits of teachers, 

the highest value of mean is 4.65 and the lowest is 4.28. The value of overall mean is 

4.44. It is found that most of the expatriate teachers are socially confident people who are 

predominantly concerned with others or objective considerations and the teachers enjoy 

being with people, participating in social gatherings, and are full of energy. 

 

3.4.4 Agreeableness 

A set of ten statements is used to explore agreeableness of each expatriate teacher. 

The result of survey on agreeableness of 75 expatriate teachers is shown in Table (3.6). 

 

 

 

 

 



 

 

Table (3.6) Agreeableness of Expatriate Teachers at ISM 

Sr. Agreeableness Mean 
Standard 
Deviation 

1 Believing people have good intentions 4.39 0.87

2 Treating people respectfully 4.53 0.64

3 Telling the truth 4.37 0.73

4 Good wording for everyone 4.47 0.68

5 Helping others 4.45 0.86

6 Cooperating with others 4.49 0.66

7 Sympathizing with others’ feelings 4.37 0.80

8 Appreciating others 4.48 0.64

9 Accepting people as they are 4.25 0.92

10 Concerning about others 4.35 0.92

Overall Mean 4.42 

Source: Survey Data, 2019 

 

According to Table (3.6), among ten statements of agreeableness traits of teachers, 

the highest value of mean is 4.53 and the lowest is 4.25. The value of overall mean is 

4.42. It can be said that most of the expatriate teachers honor and value other people, 

interact with others in a friendly and courteous way, recognize the full worth of others 

and the expatriate teachers are usually warmhearted, friendly, and perceptive and they 

generally have an optimistic view of human nature and get along well with others. 

 

3.4.5 Neuroticism 

A set of ten statements is used to explore neuroticism of each expatriate teacher. 

The result of survey on openness to experience of 75 expatriate teachers is shown in 

Table (3.7). 

 

 

 

 



 

 

Table (3.7) Neuroticism of Expatriate Teachers at ISM 

Sr. Neuroticism Mean 
Standard 
Deviation 

1 Being rarely bothered by others 4.68 0.55

2 Relaxing most of the time 4.33 0.91

3 Getting irritated rarely 4.55 0.62

4 High opinion of myself 4.63 0.61

5 Envy of others’ success 4.32 0.89

6 Being independent to solve problems 4.72 0.53

7 Remaining calm under pressure 4.51 0.62

8 Controlling my composure 4.73 0.53

9 Being not a worrier 4.39 0.70

10 Having few mood swings 4.63 0.56

Overall Mean 4.55 

Source: Survey Data, 2019 

 

According to Table (3.7), among ten statements of neuroticism traits of teachers, 

the highest value of mean is 4.72 and the lowest is 4.32. The value of overall mean is 

4.55.  It can be concluded that most of the expatriate teachers are being calm, confident, 

and free from outside control and not subject to another's authority and the teachers are 

emotionally stable, calm and able to think clearly and cope with stress. They have no 

chance of feeling threatened or being in a bad mood in a normal situation. 

 

3.4.6 Summary of Personality Traits of Teachers  

To conclude the personality traits of teachers, each of the mean values of above 

mentioned five traits is used. The summarized data from the analysis is shown in Table 

(3.8). According to Table (3.8), the value of overall mean of five dimensions of 

personality traits of the expatriate teachers is 4.49.  As per comparison with overall mean 

of personality traits, neuroticism has the highest mean and conscientiousness has the 

second highest mean. Openness to experience stands in the third place which is still above 

the overall mean of personality traits. Extroversion and agreeableness have high mean 



 

 

value although it is lower than overall mean. It means that the statements in the 

questionnaire represent their personality traits as substantially accurate. 

 

Table (3.8) Personality of Expatriate Teachers at ISM 

Sr. Personality Traits Mean Value 

1 Openness to Experience 4.50

2 Conscientiousness 4.54

3 Extroversion 4.44

4 Agreeableness 4.42

5 Neuroticism 4.55

Overall Mean 4.49

Source: Survey Data, 2019 

 

 Normally, it is assumed that agreeableness and neuroticism are inversely related to 

each other. The term neuroticism generally refers to an emotionally unstable and moody 

condition which is a lack of positive psychological adjustment. However, some 

psychologists prefer to call neuroticism by the term emotional stability to differentiate it 

from the term neurotic. It means that people who score high in emotional stability are low 

in neuroticism. In the questionnaire used to explore neuroticism, the statements are more 

reasonable to lead to explore the emotional stability of expatriate teachers. Therefore, in 

this study, although the mean score of agreeableness is high, the mean score of 

neuroticism is also high. 

According to the above findings, most of the expatriate teachers are emotionally 

stable, willing to work hard and put in extra effort, creative and appreciate of new 

experience and new idea, Moreover, the expatriate teachers are good-natured, helpful, 

active, optimistic and open to others and can read the moods, intentions, and desires of 

others. It can be concluded that the expatriate teachers are with their best personality traits 

and need to maintain their personality traits to be the best because of working in the 

education sector. 

 

 



 

 

CHAPTER 4 

ANALYSIS ON PERSONALITY TRAITS, EMOTIONAL 

INTELLIGENCE AND JOB PERFORMANCE OF  

EXPATRIATE TEAHCERS AT ISM 

 

In this chapter, there are chiefly two main sections. In the first section, analysis on 

the effect of personality traits on emotional intelligence is described. In the second 

section, analysis on the effect of emotional intelligence on job performance is presented. 

In this chapter, survey results are presented with frequency; percentage and mean scores 

based on facts and figures of the findings. Analysis is done using SPSS software and 

presented using linear regression results. 

 

4.1 Analysis on Effect of Personality Traits on Emotional Intelligence of 

Expatriate Teachers at International School of Myanmar 

In this section, the effect of personality traits on emotional intelligence of 

expatriate teachers at ISM is analyzed. According to the conceptual framework 

represented in Chapter Two, the emotional intelligence of expatriate teachers have been 

surveyed. All the respondents were asked by the total of 50 survey questions with 5 points 

likert scale in order to the find out their emotional intelligence. In the questionnaire, each 

set of statements commits on each domain of emotional intelligence with 10 statements in 

each set. The mean values of emotional intelligence are discussed in this section based on 

SPSS results and findings. 

 

4.1.1 Emotional Intelligence 

In this study, emotional intelligence of the 75 expatriate teachers are surveyed and 

analyzed. The mean values of emotional intelligence of those teachers are shown in 

Appendixes. The following Table (4.1) is summarized the results of the survey into self-

awareness, self-regulation, motivation, empathy and social skills. 

 

 



 

 

Table (4.1) Emotional Intelligence of Expatriate Teachers at ISM 

Sr. Emotional Intelligence Mean Value 

1 Self-awareness 4.40

2 Self-regulation 4.28

3 Motivation 4.15

4 Empathy 4.31

5 Social Skills 4.10

Overall Mean 4.25

Source: Survey Data, 2019 

 

According to the value of overall mean of self-awareness, emotional intelligence 

of self-awareness is high and it means that the expatriate teachers in ISM understand the 

importance of knowing themselves, know about themselves accurately and are confident 

in themselves and not self-focused. As per the value of overall mean of self-regulation, 

emotional intelligence of self-regulation is also moderately high and it can be found that 

the teachers can control their behavior, emotions and thoughts in the pursuit of long-term 

goals and have the ability to manage disruptive emotions and impulses. 

Regarding with the value of overall mean of motivation, it is found that the 

teachers are interested in teaching and result-oriented person. Moreover, those teachers 

are learning continuously and willing to struggle despite obstacles and impediments. 

According to the high value of overall mean of empathy, it can be said that the teachers 

can understand the thoughts, feelings and emotion of someone else and can read 

situations and realities. Based on the value of overall mean of social skills, it can be said 

that the social skills of the teachers can shape the emotional intelligence and can also 

effect on mutual understanding and leading on others. 

According to the high value of overall mean of emotional intelligence, it can be 

concluded that the expatriate teachers at International School of Myanmar has ability to 

understand and manage their own emotions, and those of the people around them. 

Moreover, they know what they're feeling, what their emotions mean, and how these 

emotions can affect other people. 

 



 

 

4.1.2 Effect of Personality Traits on Emotional Intelligence 

To analyze the effect of personality traits on emotional intelligence of expatriate 

teachers at International School of Myanmar, the simple linear regression is performed. In 

that model, emotional intelligence is used as dependent variable and five dimensions of 

personality trait are used as predictors. The result of SPSS output analyzing the effect of 

personality traits on emotional intelligence is shown in Table (4.2). 

 

Table (4.2) Effect of Personality Traits on Emotional Intelligence 

Variables 

Unstandardized 
Coefficients t Sig. VIF 

B Std. error 

Constant      1.597 0.466 3.430 0.004 

Openness to experience 

Conscientiousness 

Extroversion 

Agreeableness 

Neuroticism 

     0.111 

     0.133** 

     0.141***

     0.075* 

     0.131 

0.069

0.065

0.043

0.044

0.085

1.607

2.054

3.289

1.701

1.545

0.113 

0.044 

0.002 

0.093 

0.127 

1.209

1.561

1.583

1.096

1.098

R 0.673 

R Square 0.453 

Adjusted R Square 0.413 

Durbin-Watson 1.743 

F Value    11.408*** 

Source: Survey Data, 2019 

Notes: *** Significant at 1% level, ** Significant at 5% level, * Significant at 10% level 

  

According to the result mentioned in Table (4.2) the model used to demonstrate 

the variables could explain 45.3% well about the effect of the teachers’ personality traits 

on emotional intelligence since the value of R Square is 0.453. The model can explain 

41.3% about the variance of the independent variables and dependent variable because 



 

 

the value of adjusted R Square is 0.413. For the overall significance of the model, the 

value of F test is statistically significant at 1% level. It can be said that the model used to 

demonstrate is valid. The value of Durbin-Watson is 1.743 and thus, there is no problems 

of autocorrelation in the sample. 

According to the result, extroversion of the expatriate teachers has the expected 

positive sign and is highly significant at 1% level. Therefore, emotional intelligence will 

be higher if the expatriate teachers have stronger personality traits of extroversion. This 

finding shows that extroversion will lead to an increase of emotional intelligence of the 

expatriate teachers. If there is 1 unit increase in extroversion, it will lead to 0.141 unit 

increase in emotional intelligence. 

Moreover, conscientiousness has the expected positive sign and is significant at 

5% level. This relationship shows that conscientiousness will lead to an increase of 

emotional intelligence of expatriate teachers. If there is 1 unit increase in extroversion 

will lead to 0.133 unit increase in emotional intelligence. 

There is positive and significant relationship between agreeableness and 

emotional intelligence at 10% significant level. This shows that the increase in 

agreeableness leads to increase in emotional intelligence of the expatriate teachers. It 

means that if there is an increase in agreeableness by 1 unit, this will also increase the 

emotional intelligence by 0.075 unit. 

As a whole, the result shows personality traits of extroversion, conscientiousness 

and agreeableness produce significant impact on emotional intelligence. The expatriate 

teachers cope with secondary level students of international education system as a 

teacher. Being in tune to the job nature and being expatriate, the expatriate teachers need 

to be extrovert, conscientious and agreeable to perform the job effectively and efficiently. 

Due to being middle-aged and well-experienced, the expatriate teachers are energetic and 

enjoy being with people, participating in social gatherings. The expatriate teachers can 

control themselves, be aware of themselves, and recognize the others’ feelings and deal 

with others in a beneficial relationship. It can be concluded that personality traits cause 

beneficial effect on emotional intelligence. 

 

 



 

 

4.2 Analysis on Effect of Emotional Intelligence on Job Performance of 

Expatriate Teachers at International School of Myanmar 

In this section, the effect of emotional intelligence is on job performance of 

expatriate teachers at ISM is analyzed. The combination of 20 survey questions is used to 

explore the level of job performance in this study. For measuring the strength of each of 

the indicators, 5 point likert-type scale is used. Ten out of 20 survey questions are to 

analyze the task performance and the other ten questions are to analyze the contextual 

performance. 

 

4.2.1 Job Performance 

The results of survey on job performance from 75 expatriate teachers are collected 

and calculated. The mean values of job performance of those teachers are shown in 

Appendixes. The following Table (4.3) is summarized the results of the survey into task 

performance and contextual performance. 

 

Table (4.3) Job Performance of Expatriate Teachers at ISM 

Sr. Emotional Intelligence Domain Mean Value 

1 Task Performance 4.58

2 Contextual Performance 4.70

Source: Survey Data, 2019 

 

Based on the value of mean of task performance of 75 teachers, it means that the 

teachers are the teachers have high productive work behavior and well-planned to 

perform to their work. According to the value of mean of contextual performance, it can 

be said that they have higher counterproductive working behavior and are good at 

collaboration and cooperating with colleague. The value of overall mean of job 

performance of the teachers is 4.64 which means that the teachers exhibited their job 

performance as relatively high. 

 

 



 

 

4.2.2 Effect of Emotional Intelligence on Task Performance 

To analyze the effect of emotional intelligence on task performance of expatriate 

teachers at International School of Myanmar, the simple linear regression is performed. In 

that model, task performance is used as dependent variable and five domains of emotional 

intelligence are used as predictors. The result of SPSS output analyzing the effect of 

emotional intelligence on task performance is shown in Table (4.4). 

 

Table (4.4) Effect of Emotional Intelligence on Task Performance 

Variables 
Unstandardized Coefficients 

t Sig. VIF 
B Std. error 

Constant 2.784 0.748 3.723 0.000 

Self-awareness 

Self-regulation 

Motivation 

Empathy 

Social Skills 

    - 0.235 

0.269* 

0.116 

   0.291** 

    - 0.016 

0.156

0.151

0.154

0.124

0.114

- 1.512

1.783

0.755

2.354

-0.138

0.135 

0.079 

0.453 

0.021 

0.890 

1.395

1.468

1.373

1.440

1.427

R 0.442 

R Square 0.195 

Adjusted R Square 0.137 

Durbin-Watson 1.608 

F Value 3.346*** 

Source: Survey Data, 2019 

Notes: *** Significant at 1% level, ** Significant at 5% level, * Significant at 10% level 

 

According to the result presented in Table (4.4), the model used to demonstrate 

the variables could explain only 19.5% about the effect of the teachers’ emotional 

intelligence on task performance because the value of R Square is 0.195. The model can 

explain only 13.7% about the variance of the independent variables and dependent 



 

 

variable because the value of adjusted R Square is 0.137. For the overall significance of 

the model, the value of F test is significant at 5% level. It can be said that the model used 

to demonstrate is valid. The value of Durbin-Watson is 1.608 and there is no 

autocorrelation problem in the sample 

According to the result, empathy of the expatriate teachers has the expected 

positive sign and is significant at 5% level. Thus, task performance will be higher if the 

expatriate teachers have higher empathy. This means that empathy will lead to an increase 

of task performance of the expatriate teachers. If there is 1 unit increase in empathy will 

raise 0.291 unit increase in task performance. 

Moreover, there is positive and significant relationship between self-regulation 

and task performance at 10% significant level. This means that the increase in empathy 

leads to increase in task performance of the expatriate teachers. It means that if there is an 

increase in empathy by 1 unit, this will also increase the task performance by 0.269 unit. 

In general, the result indicates that empathy and self-regulation produce 

significant impact on task performance. As a result, the expatriate teachers have 

awareness on the needs and feelings of others and stronger understanding of others’ 

situations. Moreover, the expatriate teachers can manage their feelings and also the 

relationship with others. So as to enrich significantly the learning environment of the 

students, the expatriate teachers should be empathetic and self-regulated as the teachers 

need to nurture and support to their students. 

  

4.2.3 Effect of Emotional Intelligence on Contextual Job Performance 

 To analyze the effect of emotional intelligence on contextual performance of 

expatriate teachers at International School of Myanmar, the simple linear regression is 

performed. In that model, contextual performance is used as dependent variable and five 

domains of personality traits are used as predictors. The result of SPSS output analyzing 

the effect of emotional intelligence on contextual performance is shown in Table (4.5). 

 

 

 

 



 

 

Table (4.5) Effect of Emotional Intelligence on Contextual Performance 

Variables 
Unstandardized Coefficients 

t Sig. VIF 
B Std. error 

Constant 2.087 0.556 3.754 0.000 

Self-awareness 

Self-regulation 

Motivation 

Empathy 

Social Skills 

    - 0.009 

0.082 

 0.170 

0.145 

       0.237***

0.116

0.112

0.115

0.092

0.085

- 0.077

0.729

1.482

1.574

2.785

0.938 

0.468 

0.143 

0.120 

0.007 

1.395

1.468

1.373

1.440

1.427

R 0.576 

R Square 0.331 

Adjusted R Square 0.283 

Durbin-Watson 1.670 

F Value 6.843*** 

Source: Survey Data, 2019 

Notes: *** Significant at 1% level, ** Significant at 5% level, * Significant at 10% level 

 

According to the result organized in Table (4.5), the model used to demonstrate 

the variables could explain only 33.1% about the effect of the teachers’ emotional 

intelligence on task job performance because the value of R Square is 0.331. The model 

can explain 28.3% about the variance of the independent variable and dependent variable 

because Adjusted R Square is 0.283. For the overall significance of the model, the value 

of F test is highly significant at 1% level. It can be said that the model used to 

demonstrate is applicable. The value of Durbin-Watson is 1.670 and thus, there is no 

autocorrelation problem in the sample. 

According to the result, emotional intelligence domain of social skills has the 

expected positive sign and is significant at 1% significant level. Thus, contextual 

performances will high if the teachers have high emotional intelligence of social skills. 



 

 

This means that social skills of the teachers will lead to an increase of contextual 

performance. If there is 1 unit increase in social skills will raise 0.283 unit increase in 

contextual performance. 

Generally, the result suggests that social skills could produce significant impact on 

contextual performance. As a result, the expatriate teachers can handle others’ emotional 

effectively and has wide range of interpersonal skills from leadership through influencing 

and persuading, and managing conflicts as well as working in a team. Consequently, the 

expatriate teachers has awareness on the needs and feelings of others and enthusiasm to 

improve overall quality of life. Due to the different backgrounds and cultures found not 

only between the teachers and students but also among the teachers, the expatriate 

teachers who possess good social skills can avoid burnout and improve their well being. 

As an overall observation on the effect of emotional intelligence on job 

performance, it can be concluded that the high emotional intelligence affect more strongly 

on contextual performance than task performance. And, it can be said that it is vital to 

hire a qualified teacher who has high emotional intelligence to get higher performance of 

teaching in international academic field. 

 

 

 

 

 

 

 

 

 

 

 

 

 



 

 

CHAPTER 5 

CONCLUSION 

 

In this study, we use three variables, personality traits, emotional intelligence and 

job performance. Firstly, we attempts to examine the relationship between personality 

traits and emotional intelligence. Then we focuses on the effect of emotional intelligence 

on job performance of expatriate teachers who are working for International School of 

Myanmar (ISM) in Yangon. We used these variables by using structured questionnaires 

to analyze five factors of the personality traits; openness to experience, conscientiousness, 

extroversion, agreeableness, neuroticism and domains of emotional intelligence; self-

awareness, self-regulation, motivation, empathy and social skills, to achieve the better job 

performance. 

 

5.1 Findings and Discussions 

 This study examined the personality traits, emotional intelligence and job 

performance of expatriate teachers at International School of Myanmar. In this study, the 

effect of personality traits on emotional intelligence and the effect of emotional 

intelligence on job performance were analyzed. 

 According to the results from analysis on five factors of personality traits, the 

expatriate teachers are good-natured, cooperative, reliable and helpful. Most of the 

expatriate teachers are confident in dealing with people and are emotionally stable. The 

expatriate teachers also have a tendency to enjoy new experience and new idea. Because 

of most of the expatriate teachers are in middle age, they already have much experience 

on communicating with others. The expatriate teachers also conscientious about their job. 

Therefore, it can be concluded that most of the expatriate teachers are open to new ones 

and ready to experience with various situations. 

As a result from analysis on emotional intelligence, it was found the expatriate 

teachers have the ability to recognize which emotions they are feeling and why. They also 

know how their feelings affect their performance. They can plan to perform multiple tasks 

of shifting priorities.  The expatriate teachers have the ability of knowing others’ 



 

 

emotional situation and willing to offer appropriate assistance. They also have the skills 

to manage the situations with diplomacy and stay focused under pressure. It can be 

concluded that most of the expatriate teachers have high level of emotional intelligence. 

Based on the survey result on job performance, it was found that the expatriate 

teachers have more awareness about their job performance. They can perform their work 

with minimal time and maximum effort by well preparing before performing the tasks 

and keeping the skills up-to- date. Moreover, the expatriate teachers have productive 

work behavior which can positively affect the organizational performance. The expatriate 

teachers know how to distinguish the important matters while working as a teacher. They 

also know how to solve difficult situations. It can concluded that most of the teacher can 

perform their job effectively and efficiently. 

 From analysis on the effect of personality traits on emotional intelligence, it was 

found that the personality traits has positive effect on emotional intelligence. If the 

expatriate teachers have a good personality, they can recognize and realize the 

significance of their feelings, control their emotions and solve bad situations to get a 

suitable solution. Therefore, it can be concluded that the upturn in personality will 

increase the emotional intelligence of the expatriate teachers. 

 From analysis on the effect of emotional intelligence on job performance, it was 

found that emotional intelligence has positive effect on job performance. If a teacher can 

control his/her emotions, it can improve the task and behaviors. Thus, it can be concluded 

that the rise in emotional intelligence will increase the job performance of the expatriate 

teachers. 

 

5.2 Suggestions and Recommendations 

 Based on the study of personality traits, emotional intelligence and job 

performance of expatriate teachers at International School of Myanmar, it was found that 

it is important to know about personality traits and emotional intelligence aspects of each 

expatriate teacher to achieve the better performance while leading a class. The findings 

show that most of the respondents are in the middle age and their working experience are 

more than 10 years. According to that finding, the results are good with respect to their 

age and experience level. 



 

 

 For personality traits of the expatriate teachers at International School of 

Myanmar, the school should be supportive to the expatriate teachers. To improve their 

personality, the school should provide chances to develop opinions on important issues 

and to implement their new teaching ideas. The school should plan for conversation and 

discussions to gather new ideas of each expatriate teachers. 

In concerned with emotional intelligence, International School of Myanmar 

should do surveys on their expatriate teachers to find out their emotional capital. It is 

important to know about the individual emotions. The expatriate teachers need to realize 

the needs and wants of each student and their parents. If International School of Myanmar 

knows about each expatriate teacher’s requirements, appropriate training which is needed 

for them can be provided. 

Regarding with job performance, International School of Myanmar needs to be 

sure that every expatriate teachers is allowed to control his/her own workflow which will 

be improve their job performance. Depending on the performance of each employee, 

International School of Myanmar should acknowledge them and give reward on their 

better performance. International School of Myanmar also needs to provide the trainings 

for the professional development of the expatriate teachers. 

 

5.3 Needs for Further Studies 

 Regardless of its implications, this study is prone to some limitations. Due to the 

data and time limitation, this study focuses on personality traits, emotional intelligence 

and job performance of the expatriate teachers at International School of Myanmar. 

Therefore, this survey do not represent all of international schools in Myanmar and also 

do not cover the whole population of expatriate teachers in Myanmar. If each school can 

conduct this research for their own, it would also be a great help to understand the 

expatriate teachers, the causes of their emotions and improve their job performance better. 

It would be effective if the further research can be conducted on the personality traits, 

emotional intelligence and job performance of expatriate teachers in Myanmar. Future 

researchers can replicate the same study in any other sector. Moreover, future researchers 

should also consider other predictors to explore emotional intelligence and to examine job 

performance. The effect of any mediator can also be introduced in the present conceptual 

framework. 
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Appendix I Survey Questionnaires 

 

Dear Sir/Madam, 

 

I'm Zar Chi Hlaing, a candidate of MBA program at the Department of 

Management Studies of Yangon University of Economics. As a fulfillment of the 

requirements for the degree of "Master of Business Administration", I am carrying out a 

research with the title of "The Effect of Emotional Intelligence on Job Performance of 

Expatriate Teachers at International School of Myanmar (ISM) in Yangon".  

In this regard, I'd like to request your kind assistance to fill out the following 

questionnaire to know your opinion upon your personality, emotional intelligence and job 

performance. It is very important for us to learn your opinion and suggestions. It will take 

about 10 to 15 minutes to complete answering the questions. 

There are four parts of questionnaire: part one is demographic profile of 

respondents, part two is analyzing for personality traits by Big Five Model, part three is 

for emotional intelligence and part four is for job performance. Any responses to the 

following questions would be much appreciated. Your response will be completely 

anonymous and confidential and sought exclusively for the completion of my MBA thesis 

research paper. It is assumed that the data will be combined and analyzed as a whole, and 

no individual data will be reported. 

Thank you in advance for your precious time and kind cooperation. If you have 

additional comments, please e-mail zarchihlaing1978@gmail.com. 

 

Part I 

 

Demographic profile 

1. Gender 

 Male 

 Female 

 



 

 

2. Age Category 

 21 – 30 years 

 31 – 40 years 

 41 – 50 years 

 51 years and above 

 

3. Educational Qualification 

 Bachelor Degree 

 Master Degree 

 Doctorate 

 Other (please specify)  ________________ 

 

4. Ethnic Country 

 United States of America 

 United Kingdom (England) 

 Other European countries 

 Asian countries 

 African countries 

 

5. Year of Experience 

 Less than 4 years 

 Between 4 years and 6 years 

 Between 7 years and 9 years 

 10 years and above 

 

 

 

 

 



 

 

Part II       

I'm using the 5 points likert scale to find out your personality, so please tick the 

number that correspondent to your choice by using the 5 points likert scale to describe 

how accurately each statement describes you. Describe yourself as you generally are now, 

not as you wish to be in the future. 

Five Factors Model of Personality Test       

(1 = very inaccurate, 2 = moderately inaccurate, 3 = neither inaccurate nor accurate, 4 = 

moderately accurate, 5 = very accurate) 

 

(I) Openness to experience 1 2 3 4 5

1 I have a vivid imagination 

2 I think aesthetic and artistic concerns are very important 

3 I like being the center of attention 

4 I prefer variety to routine 

5 I feel that I’m able to deal with things 

6 I have a wide range of interests 

7 I get excited by new ideas 

8 I carry the conversation to a higher level 

9 I enjoy thinking about things 

10 I am curious about many different things 

 

(II) Conscientiousness 1 2 3 4 5

1 I complete tasks successfully 

2 I try to perform all the tasks assigned to me conscientiously. 

3 I like to take charge of situations and events 

4 I am very spontaneous in doing my duties 

5 I make plans and follow through with my plans to get the job done 

6 I pay attention to details 

7 When I do things, I do them vigorously 

8 I feel I am capable of coping with most of my problems 

9 I work hard to accomplish my goals 

10 I strive for excellence in everything I do. 



 

 

(III) Extraversion 1 2 3 4 5

1 I know how to captivate people 

2 I find it easy to approach others 

3 I feel comfortable around people 

4 I love a good argument – a good fight 

5 I am not bothered by difficult things 

6 I love excitement 

7 I am a really cheerful person 

8 I warm up quickly to others 

9 I make friends easily 

10 I really enjoy large parties and gatherings 

 

(IV) Agreeableness 1 2 3 4 5

1 I believe that people basically have good intentions 

2 I treat all people respectfully 

3 I always tell the truth 

4 I have a good word for everyone 

5 I love to help others 

6 I would rather cooperate with others than compete with them 

7 I sympathize with others’ feelings 

8 I always appreciate others 

9 I accept people as they are 

10 I am concerned about others 

 

 

 

 

 

 

 

 



 

 

(V) Neuroticism 1 2 3 4 5

1 I am easily bothered by others 

2 I am relaxed most of the time 

3 I rarely get irritated 

4 I have a high opinion of myself 

5 I am envious of others’ success 

6 I feel independent to solve my problems 

7 I remain calm under pressure 

8 I rarely lose my composure 

9 I am not a worrier 

10 I have no mood swings 

 

Part III           

I'm using the 5 points likert scale to find out your emotional intelligence, so please 

tick the number that correspondent to your choice by using the 5 points likert scale to 

describe how accurately each statement describes you. Describe yourself as you generally 

are now, not as you wish to be in the future. 

Emotional Intelligence 

(1 = underdeveloped, 2 = needs improvement, 3 = adequate, 4 = good, 5 = excellent) 

(I) Self-awareness 1 2 3 4 5 

1 I always know which emotions I am feeling and why 

2 I realize the relation between my feelings and my behavior 

3 I recognize how my feelings impact my performance 

4 I have alertness of my values and goals 

5 I am aware of my strengths and weaknesses 

6 I am absorbed and try to learn from experience 

7 
I am open to candid feedback, new perspectives, continuous 
learning and self-development 

8 
I am able to show a sense of humor and perspective about 
myself 

9 I present myself with self-assurance 

10 
I am decisive and able to make good decisions despite 
uncertainties and pressures 



 

 

(II) Self-regulation 1 2 3 4 5 

1 I manage my impulsive feelings and distressing emotions well 

2 
I consistently act ethically and am considered to be above 
reproach 

3 I build trust by being reliable and authentic 

4 
I admit my own mistakes and confront unethical actions in 
others 

5 I meet commitments and keep promises 

6 I hold myself accountable for meeting my objectives 

7 I am organized and careful in my work 

8 I smoothly handle shifting priorities and rapid change 

9 I adapt my responses and tactics to fit circumstances 

10 I seek out fresh ideas from a wide range of sources 

 

(III) Motivation 1 2 3 4 5 

1 
I am result-oriented with a high drive to meet objectives and 
standards 

2 I set inspiring goals and take the risks 

3 
I pursue information to reduce uncertainty and find ways to do 
better 

4 I continuously learn in order to improve my performance 

5 
I am willing to make personal sacrifices to meet a larger 
organizational goal 

6 I pursue goals beyond what is required or expected of me 

7 I bend the rules when necessary to get the work done 

8 
I am persistent in seeking goals despite obstacles and 
impediments 

9 I operate from hope of success rather than fear of failure 

10 
I see setbacks as due to manageable circumstances rather than 
a personal flaw 

 

 

 

 



 

 

(IV) Empathy 1 2 3 4 5 

1 I show sensitivity and understand students’ perspectives 

2 I help out based on understanding students’ needs and feelings 

3 
I acknowledge and reward students’ strengths and 
accomplishments 

4 
I offer useful feedback and identify students’ needs for 
development 

5 I offer assignments that challenge and grow a student’s skill 

6 I am good at accurately read key power relationships 

7 I can usually detect crucial social networks 

8 
I have a understanding of the forces that shape the view and 
actions of students 

9 
I usually accurately read situations and organizational and 
external realities 

10 I willingly offer appropriate assistance 

 

(V) Social Skills 1 2 3 4 5 

1 I am skilled at the art of persuasion 

2 
I am able to use complex strategies to build consensus and 
support 

3 
I listen well, seek mutual understanding and fully welcome 
sharing of information 

4 I step forward to lead as needed regardless of position 

5 
I handle difficult people and tense situations with diplomacy 
and tact 

6 I encourage debate and open discussion 

7 I cultivate and maintain extensive informal networks 

8 I balance a focus on a task with attention to relationships 

9 I promote a friendly, cooperative climate 

10 
I protect group and its reputation and share credit with the 
group 

 

 

 

 



 

 

Part IV           

I'm using the 5 points likert scale to find out your job performance, so please tick 

the number that correspondent to your choice by using the 5 points likert scale to describe 

how accurately each statement describes you. Describe yourself as you generally are now, 

not as you wish to be in the future. 

Job Performance 

(1 = very low, 2 = low, 3 = neutral, 4 = high, 5 = very high)  

 

(I) Task Performance 1 2 3 4 5 

1 I keep in mind the results that I had to achieve in my work 

2 
I am able to perform my work well with minimal time and 
effort 

3 I am able to work at keeping my job skills up-to-date 

4 I use different methods of teaching 

5 Most of students of my class get good marks 

6 I teach every student according to his abilities 

7 I come well prepared for teaching in class. 

8 I can also teach difficult lessons easily. 

9 If any student ask question I try to satisfy him at every level. 

10 I know how to set the right priorities 

 

(II) Contextual Performance 1 2 3 4 5 

1 Apart from teaching I fulfill other responsibilities very nicely 

2 I don’t let my domestic affairs to interfere in my duty 

3 Collaboration with others was very productive 

4 Apart from teaching I try to solve any problem of the student 

5 I come up with creative solutions to new problems 

6 I consult my colleagues in solving of my class problems 

7 I actively look for ways to improve my performance at work 

8 I motivate my students to take part in co-curricular activities 

9 If someone changes my responsibilities then I adjust myself 

10 I managed to get off from work easily 



 

 

Appendix II Statistical Outputs of SPSS 

Regression Analysis Result for Effect of Personality Traits on Emotional Intelligence 

 

Model Summary 

Model R R Square 
Adjusted  
R Square 

Std. Error of the 
Estimate 

Durbin-Watson 

1 .673 .453 .413 .14358 1.743
Predictors: (Constant), Personality Traits 

Dependent Variable: Emotional Intelligence 

 

ANOVA 

 Model 
Sum of 
Squares 

df Mean Square F Sig. 

1 

Regression 1.176 5 .235 11.408 .000

Residual 1.422 69 .021  

Total 2.598 74  
Dependent Variable: Emotional Intelligence 

Predictors: (Constant), Personality Traits  

 

Coefficients 

Model 

Unstandardized 
Coefficients 

Standardized 
Coefficients t Sig. 

Collinearity 
Statistics 

B Std. Error Beta Tolerance VIF 

1 

(Constant) 1.597 .466 3.430 .001  

Openness to 
experience 

.111 .069 .157 1.607 .113 .827 1.209

Conscientiousness  .133 .065 .229 2.054 .044 .641 1.561

Extroversion  .141 .043 .369 3.289 .002 .632 1.583

Agreeableness  .075 .044 .159 1.701 .093 .913 1.096

Neuroticism  .131 .085 .144 1.545 .127 .911 1.098
Dependent Variable: Emotional Intelligence  

 



 

 

Regression Analysis Result for Effect of Emotional Intelligence on Task 
Performance 

 

Model Summary 

Model R R Square 
Adjusted 
R Square 

Std. Error of the 
Estimate 

Durbin-Watson 

1 .442 .195 .137 .26679 1.608

Predictors: (Constant), Emotional Intelligence 

Dependent Variable:  Task Job Performance 

 

ANOVA 

 Model 
Sum of 
Squares 

df Mean Square F Sig. 

1 

Regression 1.191 5 .238 3.346 .009

Residual 4.911 69 .071  

Total 6.102 74  
Dependent Variable: Task Job Performance 

Predictors: (Constant), Emotional Intelligence 

 

Coefficients 

Model 

Unstandardized 
Coefficients 

Standardized 
Coefficients t Sig. 

Collinearity 
Statistics 

B Std. Error Beta Tolerance VIF 

1 

(Constant) 2.784 .748 3.723 .000  

Self-awareness -.235 .156 -.193 -1.512 .135 .717 1.395

Self-regulation .269 .151 .233 1.783 .079 .681 1.468

Motivation .116 .154 .095 0.755 .453 .728 1.373

Empathy .291 .124 .305 2.354 .021 .694 1.440

Social Skills -.016 .114 -.018 -0.138 .890 .701 1.427

Dependent Variable: Task Job Performance 

 



 

 

Regression Analysis Result for Effect of Emotional Intelligence on Contextual 

Performance 

 

Model Summary 

Model R R Square 
Adjusted 
R Square 

Std. Error of the 
Estimate 

Durbin-Watson 

1 .576 .331 .283 .19832 1.670
Predictors: (Constant), Emotional Intelligence 

Dependent Variable: Contextual Job Performance 

 

ANOVA 

 Model 
Sum of 
Squares 

df Mean Square F Sig. 

1 

Regression 1.346 5 .269 6.843 .000

Residual 2.714 69 .039  

Total 4.059 74  
Dependent Variable: Contextual Job Performance 

Predictors: (Constant), Emotional Intelligence  

 

Coefficients 

Model 

Unstandardized 
Coefficients 

Standardized 
Coefficients t Sig. 

Collinearity 
Statistics 

B Std. Error Beta Tolerance VIF 

1 

(Constant) 2.087 .556 3.754 .000  

Self-awareness -.009 .116 -.009 -0.077 .938 .717 1.395

Self-regulation .082 .112 .087 0.729 .468 .681 1.468

Motivation .170 .115 .171 1.482 .143 .728 1.373

Empathy .145 .092 .186 1.574 .120 .694 1.440

Social Skills .237 .085 .328 2.785 .007 .701 1.427

Dependent Variable: Job Performance - Contextual Performance Mean 

 

 



 

 

Appendix III Mean Tables 

 

Self-awareness of Expatriate Teachers at ISM 

Sr. Self-awareness Mean 
Standard 

Deviation 

  1 Knowing which emotions I am feeling and why 4.03 0.77

  2 Realizing the relation between feelings and 

behavior 

4.35 0.51

  3 Recognizing how feelings impact performance 4.52 0.50

  4 Being alert of values and goals 4.19 0.51

  5 Being aware of strengths and weaknesses 4.47 0.53

  6 Being absorbed to learn from experience 4.56 0.55

  7 Being open to feedback and new perspectives 4.39 0.82

  8 Being able to show own perspective 4.49 0.67

  9 Presenting with self-assurance 4.53 0.53

10 Being decisive under uncertainties and pressures 4.48 0.58

Overall Mean 4.40 

Source: Survey Data, 2019 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



 

 

Self-regulation of Expatriate Teachers at ISM 

Sr. Self-regulation Mean 
Standard 

Deviation 

  1 Managing impulsive feelings and distressing 

emotions 

4.08 0.71

  2 Behaving ethically to be above reproach 4.27 0.58

  3 Trust building by being reliable and authentic 4.64 0.54

  4 Admitting mistakes and confronting unethical 

actions 

3.89 0.65

  5 Keeping commitments and promises 4.56 0.53

  6 Being accountable to meet objectives 4.45 0.53

  7 Being organized and careful in work 4.45 0.55

  8 Handling shifting priorities and rapid change 4.13 0.53

  9 Being adaptable to fit circumstances 4.13 0.47

10 Seeking out fresh ideas from various sources 4.19 0.59

Overall Mean 4.28 

Source: Survey Data, 2019 

 

 

 

  

 

 

 

 

 

 

 

 

 

 

 

 



 

 

Motivation of Expatriate Teachers at ISM 

Sr. Motivation Mean 
Standard 

Deviation 

  1 Being result-oriented with objectives and 

standards 

4.00  0.64 

  2 Setting goals and taking the risks 3.97  0.72 

  3 Tracking information to reduce uncertainty 4.15  0.54 

  4 Continuous learning to improve performance 4.64  0.56 

  5 Willing to make personal sacrifices to meet goals 4.20  0.74 

  6 Pursuing goals what is required or expected 4.05  0.68 

  7 Breaking the rules when necessary to get the 

work done 

3.52  0.62 

  8 Being persistent in seeking goals 4.21  0.53 

  9 Operating from hope of success  4.73  0.45 

10 Seeing setbacks as manageable 4.07  0.58 

Overall Mean 4.15 

Source: Survey Data, 2019 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



 

 

Empathy of Expatriate Teachers at ISM 

Sr. Empathy Mean 
Standard 

Deviation 

  1 Being sensitive and understandable students’ 

perspectives 

4.53  0.53 

  2 Helping out students’ needs and feelings 4.47  0.66 

  3 Recognizing students’ strengths and 

accomplishments 

4.67  0.50 

  4 Identifying students’ needs for development 4.25  0.74 

  5 Offering assignments to grow a student’s skill 4.41  0.50 

  6 Being good at accurately read key power 

relationships 

4.08  0.80 

  7 Detecting crucial social networks 4.19  0.91 

  8 Understanding of the forces that shape students 4.29  0.63 

  9 Reading situations and organizational and 

external realities 

3.84  0.70 

10 Offering appropriate assistance 4.37  0.51 

Overall Mean 4.31 

Source: Survey Data, 2019 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



 

 

Social Skills of Expatriate Teachers at ISM 

Sr. Social Skills Mean 
Standard 

Deviation 

  1 Being skilled at persuasion 3.56  0.76 

  2 Ability to use complex strategies for consensus 

and support 
3.89  0.81 

  3 Listening and seeking mutual understanding and 

sharing information 
4.32  0.50 

  4 Willing to lead as needed 4.31  0.80 

  5 handling difficult situations with diplomacy 3.80  0.66 

  6 Encouraging debate and open discussion 4.47  0.55 

  7 Building extensive informal networks 3.92  0.80 

  8 Balancing on a task and relationships 3.75  0.89 

  9 Promoting a friendly, cooperative climate 4.51  0.50 

10 Protecting group and its reputation 4.43  0.62 

Overall Mean 4.10 

Source: Survey Data, 2019 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



 

 

Task Performance of Expatriate Teachers at ISM 

Sr. Task Performance Mean 
Standard 

Deviation 

  1 Keeping in mind the results to achieve 4.47          0.55 

  2 Performing work with minimal time and effort 4.55           0.53 

  3 Keeping job skills up-to-date 4.51           0.55 

  4 Using different methods of teaching 4.64           0.48 

  5 Teaching effectively to nurture outstanding 

students 

4.55           0.66 

  6 Teaching student according to his abilities 4.63            0.61 

  7 Being well prepared for teaching in class. 4.59           0.76 

  8 Teaching difficult lessons easily. 4.61           0.63 

  9 Trying to satisfy students’ questions 4.85            0.36 

10 Knowing how to set the right priorities 4.36         0.69 

Overall Mean 4.58 

Source: Survey Data, 2019 

  

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



 

 

Contextual Performance of Expatriate Teachers at ISM 

Sr. Contextual Performance Mean 
Standard 

Deviation 

  1 Fulfilling other responsibilities other than 

teaching 

4.81      0.39 

  2 Performing duties separately from domestic 

affairs 

4.53               0.50 

  3 Collaboration with others to be productive 4.85               0.46 

  4 Solving students’ problem other than teaching 4.63               0.71 

  5 Introducing creative solutions to new problems 4.92               0.27 

  6 Consulting with colleagues in solving class 

problems 

4.39               0.80 

  7 Looking for ways to improve my performance 4.63               0.54 

  8 Motivating students to take part in co-curricular 

activities 

4.88               0.33 

  9 If someone changes my responsibilities then I 

adjust myself 

4.60               0.72 

10 Not getting off from work easily 4.73               0.45 

Overall Mean 4.70 

Source: Survey Data, 2019 

 

 

 

 


