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ABSTRACT 
The success of any business organization depends on the people who work for it. Job satisfaction is a key aspect in keeping employees happy and in creating a 

positive work environment. Software industry is no exception to this. Nowhere are human resources as critically important as in the software sector. Therefore, 

attracting, training, retaining and motivating the professionals are the critical success-determinants of this industry.  The present research study conducted 

reveals that the software professionals working at Bangalore are in more comfortable zone than the nearby IT city of Cochin. This  comparative study on the Job 

Satisfaction of Software Professionals done as part of academic program evaluates the levels of job satisfaction among software professionals working in these 

two metros. It also emphazises the relevance of emotional intelligence (EI) at work place for the success of an organization and ultimately in creating a satisfied 

employee. A few researches believe that EI is an inborn characteristic, while majority of others believe that it can be learned and strengthened. The advantages 

are many fold. Various studies reveal a correlation between high levels of emotional quotient and superior levels of job satisfaction. Also, better productivity. On 

the personal side, increased career success, effective leadership and better health are the other by products.  

 

KEYWORDS    
Emotions, intelligence, motivation, satisfaction, software. 

 

INTRODUCTION  
he success of a business depends on the people who work for the organization. Job satisfaction is a key aspect in keeping employees happy and in 

creating a positive work environment. Software industry is no exception to this. It is acknowledged as an important engine of economic growth for many 

developing and under developed countries. Software development is a service that is both labour and knowledge-intensive. Nowhere are human 

resources as critically important as in the software sector. Therefore, attracting, training, retaining and motivating the professionals are the critical success 

determinants of this industry. Their competence and enthusiasm plays a great role in the success of this sector. 

The Indian software industry has burgeoned, showing a nearly 50% compounded annual growth rate over the recent years. Being a knowledge based industry, a 

high intellectual capital lends competitive advantage to a firm. Intellectual capital comprises human capital and any created bit of knowledge or expertise or 

competence. With global explosion in market opportunities in the software industry, the shortage of skilled manpower with required qualities is a prime 

challenge for HR managers. 

Companies want to make sure that the people working with them will enjoy a profound sense of job satisfaction. Their physical, mental, emotional and spiritual 

needs will find ample scope for fulfillment under their corporate umbrella, thereby creating an adaptive organization at all levels. 

The term Emotional Intelligence (EI) is fastly gaining momentum in the corporate circles day by day. In the domestic and global scenario, things and situations 

are changing with high velocity.  This tremendous speed of change in the prevailing situations poses difficulty and strained relationships in all walks of life 

including in software industry. 

Emotional intelligence is a major factor in bringing cordial and healthy relationships with all stakeholders of the organization. It was found that the power and 

inclination to empathize with these stakeholders and sincerely listen and care about their unique needs, priorities and challenges is the stepping stone for 

conducive industrial climate. Hiring and retaining people with good emotional intelligence may be the success secret of many outstanding organization in the 

software sector. 

Various studies reveal a correlation between high levels of emotional quotient and superior levels of job satisfaction. Also, the importance of emotions at work 

place and it’s successful management was found to be of prime concern with many top players in the sector. EI motivates us to realize our needs, desires, 

objectives and tasks. This gives us a more powerful way to look into future, and it regulates our deeds and thoughts. Here provides an analysis of the impact EI 

brings into the professional, personal and social life of an individual - which is very vital is creating a satisfied employee. 

 

IMPORTANCE OF THE STUDY 
The profile of a forward looking software company is changing day by day. Also that of professionals working with them.  A study into their career graph, 

executive health, adaptability to new environment, family bindings, social outlook, peace of mind, further plans etc will reveal the degree of satisfaction these 

people enjoy. Software companies operating in Bangalore and Cochin were covered in this study. 

Employee job satisfaction is not focused to money alone. Various intrinsic and extrinsic factors such as responsibility, achievement, recognition, supervision, pay, 

company policies, working conditions, job security, co-workers etc. seem to be related to job satisfaction. Variables such as education, family background and 

cultural environment can affect the importance of needs for individuals. This study approached job satisfaction as a multi dimensional attitude, it is made up of 

attitudes towards pay, promotions, co-workers, supervision, work culture, incentives and above all the employee himself or herself. 

 

OBJECTIVES 
The following were the main objectives of the study. 

1. To analyze the socio-economic profile of the software professionals in the IT sector. 

2. To analyze the factors that affect job satisfaction among the software professionals in the IT sector. 

3. To ascertain the conducive level of the working environment in the IT sector. 

4. To analyze the satisfaction level of software professionals of the IT sector towards career development and promotional aspects.  

5. To measure the level of stress and tension of the software professionals of the IT sector. 

6. To give valuable suggestions for improving the satisfaction level of employees. 

T
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RESEARCH METHODOLOGY 
Explorative research design was adopted in this research to achieve the objectives of the study. The major emphasis in this design is on the discovery of ideas 

and insights. This design helps to discover the level of job satisfaction among the software professionals.  

DATA COLLECTION 

The primary and secondary data were collected from different sources. The primary data collected from the software professionals and 

management/supervisory cadre staff working in the IT Industry at Cochin and Bangalore.  

The secondary data were collected from the records, books, journal and magazines. In addition to these sources internet web resources was also used to collect 

relevant reviews of literature.  

GEOGRAPHICAL AREA OF THE STUDY 

The geographical area of the study was limited to the city and suburbs of Cochin in Kerala State and the city and suburbs of Bangalore in Karanataka state. 

POPULATION AND SAMPLING 

The Target Population to this study was the software professionals working in the IT sector of the geographical area of the study. The sample size was 5% of the 

total software professionals working in the IT sector at Bangalore and Cochin. A total number of 9500 (6100 software professionals working at Bangalore and 

3400 at Cochin) software professionals were working in the selected geographical area. The actual sample taken was 400 software professionals. Stratified 

random sampling method was adopted to collect data in this research. 

TOOLS OF THE STUDY 

Standardized scales were used to measure the level of job satisfaction in this study. The occupational stress inventory developed by Dr. M. I. Joseph and 

Dr.B.Dharmangadan and the Job satisfaction scale of Mr.Paul E.Spector (Department of Psychology,University of South Florida,U.S.A) were used in this study. 

DATA ANALYSIS 

The collected data were coded and entered into a master chart and analyzed with the use of computer software SPSS 11.5(Statistical Package for Social 

Sciences). The following statistical tests were performed to find out the reliable results of the data collected. T. test, ANOVA, Chi- Square Test etc. were 

administrated.  

 

FINDINGS 
The major findings are classified into sub heads as per the objectives. 

1. THE SOCIO ECONOMIC STATUS OF THE SOFTWARE PROFESSIONALS AT BANGALORE AND COCHIN 

The male employees come to 57% of the total sample. The women employment is high at Cochin (47.5%) compared to Bangalore (38.5%). The mean age of 

software professionals are less at Cochin (25 years) than Bangalore (28 years). The entire software professionals at least have a bachelor degree. Among total 

sample, 26.5% have PG Degree and another 34.5% have technical education. The educational status is more or less same both at Cochin and Bangalore.   

The least income professional gets rupees 0 .96 lakh/annum. It goes up to 16.8 lakh/annum high return group. The mean annual income is rupees 345216/-. The 

range of income is high at Bangalore compared to Cochin. The mean annual income of Cochin professionals is rupees 288348/- and rupees 402072/- is at 

Bangalore. 

The work experience in this industry ranges from 3 months to 96 months. The number of less experienced professionals is high at Cochin compared to 

Bangalore. The mean value of Cochin is 21 months and Bagalore is 37 months.  

2. THE COMPARISON OF THE JOB SATISFACTION IN DIFFERENT SUB SCALES 

The study results show that the satisfaction level of software professionals from Bangalore is significantly high than the Cochin people with respect to nature of 

job, wages and other perks. The mean value of the pay is high at Bangalore (17.14) than Cochin (13.88) and it is statistically significant (P<.05). The results on the 

nature of work also shows the level of satisfaction is high at Bangalore(18.55)than Ccochin (17.13) but statistically it is not significant (P>.05).  

The result shows that there is a significant difference in the satisfaction level with regards to supervision and cooperation from coworkers among the software 

professionals of Bangalore and Cochin(P <.05) , even though there is a slight difference in the mean value. The mean value of Supervision is high at Bangalore 

(19.86) than Cochin (16.40).  

When we analyzed the level of satisfaction software professionals towards career development and promotional aspects, it is comparatively high among the 

Bangalore (16.84) than Cochin (16.55) but statistically it is not coming to a significant level (p >.05).  

3. THE LEVEL OF STRESS AND TENSION 

The level of stress and tension of the software professionals of the IT sector is also compared with the stress inventory developed by Dr. MI Jospeh and Dr. B. 

Dharmangadan. The study analyzed the stress level of software professionals under 23 sub heads. The results of the study with the uses of stress inventory 

reveals that a moderate level of stress occupied by these software professionals working at Bangalore and Cochin.  The mean score of stress at Bangalore is 

308.32and 325.72 at Cochin. The study reveals that the stress factors of the software professionals working at Bangalore and Cochin is significantly varied 

(P<.05).The results shows that the sub factors such as Work Pressure at home, Transfer Policy, Emergency Situation, Job Security, Problem Court, Lack of control, 

Group Pressures, Lack of Participation, Role Ambiguity and Quantitative Overload has significantly varied among the professionals working at Bangalore and 

Cochin. The P value of all these factors comes less than .05. The other sub scales such as Qualitative Overload, Role Conflict, Autonomy, Lack of Challenges, 

Interpersonal Relationships, Promotions, Victimizations, Alienation, Perceived Status, Strong Working Condition, Grievance Redressal, Rigid Rules, Inadequate 

Pay, and Schedule of Working time has not statistically significant among Bangalore and Cochin people (P>.05).  

4. THE LEVEL OF JOB SATISFACTION: BANGALORE AND COCHIN 

The study reveals that there is a significant variation in the job satisfaction level of software professionals of Cochin and Bangalore (P <.05). The mean score of 9 

sub scales also supported the same (Bangalore= 156.26 & Cochin=137.13).  The people from Bangalore is highly satisfied than Cochin. The  sub scales such  as 

Pay, Fringe Benefits, Contingent Rewards, Operating Conditions and Communication also supported to the same (P <.05)  

 

SUGGESTIONS 
Eventhough many suggestions are there, the major one is discussed here under. It is found that the satisfaction level at both Cochin and Bangalore is somewhat 

satisfactory (Bangalore better than Cochin).  Still there is room for improvement. More desirable changes will occur if companies recruit people with better 

EmotionalIintelligence (EI) and taking care to develop their EI through training and creating necessary ambience. This is analyzed in detail here.  

 

RATIONAL OF THE SUGGESTION 
Organizations need continuous commitment from their employees to develop and fulfill their objectives. The relationship between job satisfaction, employee 

motivation, corporate performance and emotional intelligence has been the subject of abundant research in several fields, including strategic Management, 

Organizational Behavior and Human Resource Management. 

Various studies show that a correlation between high levels of EQ and high levels of performance exist. People with high EQ are more grounded,  resilient and 

satisfied in their career. In fact, they are having good self awareness, high levels of inter personal skill and empathy. Being adaptable, they experience less stress, 

cope with pressure, enjoys better health and well being than low scorers (Bardzil and Slaski, 2003). Such a workforce is actually needed in sensitive sector like 

software where human resources are critically important. Interaction at various levels by the investigator also gave the same feedback. 
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WHAT IS EMOTIONAL INTELLIGENCE? 
Daniel Goleman (1995) conceptualized the idea of emotional intelligence. But the term can be traced back to Darwin’s early works, giving emphasize to 

emotional expressions, essential for adaptation and survival. Goleman portrays emotional intelligence as encompassing the following 5 constituents. 

• Knowing one’s emotions (self-awareness) - recognizing one’s own feelings as they occur. 

• Managing emotions – Handling one’s feelings so that they are appropriate. 

• Motivating one-self- Harnessing one’s emotions to achieve goals. 

• Recognizing emotions in others (empathy) –being attunened to the signals that indicate what others need or require. 

• Handling relationships – Dealing constructively with the emotions of others. 

Emotional intelligence (EI) refers to the ability to perceive, control and evaluate emotions. Some researchers suggest that emotional intelligence can be learned 

and strengthened, while others claim it is an inborn characteristic. 

Since 1990, Peter Salvoes and John D. Mayer have been the leading researchers on emotional intelligence. In their influential article "Emotional Intelligence," 

they defined emotional intelligence as, "the subset of social intelligence that involves the ability to monitor one's own and others' feelings and emotions, to 

discriminate among them and to use this information to guide one's thinking and actions" (1990). 

Emotional intelligence is the ability to understand your own emotions and those of people around you by having a self-awareness that enables you to recognize 

feelings and helps you manage your emotions (Muchinsky, 2000). 

 

FIGURE 1 

 
 

THE FOUR BRANCHES OF EMOTIONAL INTELLIGENCE 
Peter Salvoes and John D.Mayer proposed a model that identified four different factors of emotional intelligence: the perception of emotion, the ability to 

reason using emotions, the ability to understand emotion and the ability to manage emotions. 

1. Perceiving Emotions: The first step in understanding emotions is to accurately perceive them. In many cases, this might involve understanding nonverbal 

signals such as body language and facial expressions. 

2. Reasoning with Emotions: The next step involves using emotions to promote thinking and cognitive activity. Emotions help prioritize what we pay 

attention and react to; we respond emotionally to things that garner our attention. 

3. Understanding Emotions: The emotions that we perceive can carry a wide variety of meanings. If someone is expressing angry emotions, the observer 

must interpret the cause of their anger and what it might mean. For example, if your boss is acting angry, it might mean that he is dissatisfied with your 

work; or it could be because he got a speeding ticket on his way to work that morning or that he's been fighting with his wife.  

Managing Emotions: The ability to manage emotions effectively is a key part of emotional intelligence. Regulating emotions, responding appropriately and 

responding to the emotions of others are all important aspect of emotional management. 

According to Salvoes and Mayer, the four branches of their model are, "arranged from more basic psychological processes to higher, more psychologically 

integrated processes. For example, the lowest level branch concerns the (relatively) simple abilities of perceiving and expressing emotion. In contrast, the 

highest level branch concerns the conscious, reflective regulation of emotion" (1997). 

EMOTIONAL INTELLIGENCE IN ACTION 

Emotional intelligence can be learned and strengthened, but only when an employee understands how emotional intelligence is observable and useful in the 

workplace. As discussed earlier, Peter Salvoes and John D. Mayer, recognizes four aspects of emotional intelligence: “the perception of emotion, the ability to 

reason using emotions, the ability to understand emotion and the ability to manage emotions.” 

Examples of skills that a person with emotional intelligence might display in these aspects include: 

• Awareness of and ability to read body language and other nonverbal communication that includes facial expressions, 

• The capacity to listen so intently that he or she can hear the words not spoken by paying attention to tone of voice, inflection, pauses, and other cues, 

• The ability to control and handle frustration, anger, sorrow, joy, annoyance, and other emotions, 

• Recognizing and reacting to the impact that his or her words and actions are having on coworkers, whether they inform the manager of the impact, or not, 

• Understanding the underlying emotion of a communication from a staff member and responding as effectively to the emotional aspects of the 

communication as to the stated needs, and 

• Effectively interpreting the cause of the emotion expressed by a coworker. That sad, dejected posture can indicate a significant issue at home as well as an 

unresolved work issue.  

INCREASING EMOTIONAL INTELLIGENCE  

Managers who are able to relate with emotional intelligence, whether because of nature, and / or practice, bring an extra dimension of understanding and 

relationship building to their work assignments.  

• Practice deep and focused listening when communicating with another employee. Instead of rehearsing your response while the other person is speaking, 

focus your mind and attention on asking questions to clarify and understanding what the person is saying.  
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• Summarize and feed back what you think you heard the individual say to you. Ask if your summary is an accurate portrayal of the communication content. 

• Ask questions to identify emotions and feelings. Ask the employee how he or she feels about the information provided to you. Ask for their gut feeling 

about how things are progressing. If you have difficulty reading how the employee is reacting to a situation emotionally, ask to discover. Most employees 

are only too willing to disclose an opinion when their manager indicates interest. You will further develop your emotional intelligence, too. 

• Practice noticing body language or nonverbal communication. Stop your hurry long enough to recognize when body language is inconsistent with the 

words spoken. Get used to interpreting body language as a means to understand an employee's complete communication. With practice, you will get 

better. 

• Observe your own reactions to an employee's communication. Make sure that you react on two levels. You need to react to the facts and to the 

underlying emotions, needs, dreams, and so forth that are expressed in most communications, if you are observant. Again, if you don't get the second 

level, that involves emotions, ask until you understand. 

• Notice whether the employees with whom you relate most effectively are just like you. Explore whether you are receiving shared communication or just 

making assumptions that the employee will feel and react in a particular way, based on your experience. Ask questions, and notice responses.  

An employee with highly developed emotional intelligence is already analyzing your reactions and understands what you want to hear. This employee is skilled 

at building the relationship side of your connection - for good and for ill. 

• Pay more attention to your own emotions. Analyze how you respond in emotional situations. Seek feedback from employees whom you trust to react 

with some degree of unbiased, unprejudiced response. Seek additional feedback from a boss or mentor who can describe your impact on others in a 

meeting, for example.  

You can develop your emotional intelligence, but it will take persistent focus and practice. Seek and use feedback to round out your own perceptions of your 

actions and behaviors.  

Emotional intelligence is a hallmark of an effective manager or leader. They understand and appropriately react to both the content of a message and the 

underlying emotional and meaningful components that make a message live and breathe in an organization. 

They are able to build sustainable relationships with peers and reporting staff. Without emotional intelligence, a leader is handicapped severely in his or her 

ability to perceive and react to the emotional component of communication and interaction with other employees. This inability will kill their effectiveness. 

AT WORK PLACE Various studies shows that a correlation between high levels of EQ and high levels of job satisfaction. People with high EQ are more grounded, 

more resilient and more satisfied in their career. In fact, they are having good self-awareness, high levels of interpersonal skills and empathy. Being adaptable, 

they experience less stress, cope with pressure, enjoys better health and wellbeing than low scorers (Bardzil and Slaski, 2003). 

Handling emotions at workplace and its worth has been proved by many researchers. EQ, which is a multi-dimensional construct which links emotion and 

cognition with the aim of improving human relations in their behavior, teamwork and performance, is well established. Goleman (1998) recognizes the EQ into 2 

dimensions, personal competence- how we manage ourselves, and social competence- how we manage our relationships with other people. Studies reveal that 

an organization which focuses on EQ will exhibit increased employee co-operation, motivation, productivity and superior performance. Employee commitment, 

teamwork, development of talent, innovation quality of service and retains customer loyalty. On the personal side, increased career success, effective leadership 

and better health are some of the salient features.  

You can make their day or break their day. Other than the decisions individuals make on their own about liking their work, you are the most powerful factor in 

employee motivation and morale. 

As a manager or supervisor, your impact on employee motivation is immeasurable. By your words, your body language, and the expression on your face, as a 

manager, supervisor, or leader, you telegraph your opinion of their value to the people you employ. 

Feeling valued by their supervisor in the workplace is key to high employee motivation and morale. Feeling valued ranks right up there for most people with 

liking the work, competitive pay, opportunities for training and advancement, and feeling "in" on the latest news. 

Building high employee motivation and morale is both challenging and yet supremely simple. Building high employee motivation and morale requires that you 

pay attention every day to profoundly meaningful aspects of your impact on life at work. 

 

GUIDELINES FOR PROMOTING EMOTIONAL INTELLIGENCE IN THE WORKPLACE  
A paper chiefly constructed by Cary Cherniss and Daniel Goleman featuring 22 guidelines which represent the best current knowledge relating to the promotion 

of EQ in the workplace, summarized as: 

PAVING THE WAY 

• Assess the organization's needs  

• Assessing the individual  

• Delivering assessments with care  

• Maximizing learning choice  

• Encouraging participation  

• Linking goals and personal values  

• Adjusting individual expectations  

• Assessing readiness and motivation for EQ development  

DOING THE WORK OF CHANGE 

• Foster relationships between EQ trainers and learners  

• Self-directed change and learning  

• Setting goals  

• Breaking goals down into achievable steps  

• Providing opportunities for practice  

• Give feedback  

• Using experiential methods  

• Build in support  

• Use models and examples  

• Encourage insight and self-awareness  

ENCOURAGE TRANSFER AND MAINTENANCE OF CHANGE (SUSTAINABLE CHANGE) 

• Encourage application of new learning in jobs  

• Develop organizational culture that supports learning  

EVALUATING THE CHANGE - DID IT WORK? 

• Evaluate Individual And Organizational Effect  

 

GUIDELINES FOR EFFECTIVE SOCIAL AND EMOTIONAL LEARNING:  AN OVERVIEW 
The guidelines for social and emotional training are presented schematically in Figure 1. They are arranged in the form of a flow chart that describes the optimal 

process for helping individuals to increase their emotional competence in personal and interpersonal contexts. 
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The flow chart suggests that there are four basic phases to the training process. The first occurs even before the individual begins formal training. This initial 

phase, which is crucial for effective social and emotional learning, involves preparation for change. This Preparation occurs at both the organizational and 

individual levels. The second phase, Training, covers the change process itself. It includes the processes that help people change the way in which they view the 

world and deal with its social and emotional demands. The third phase, Transfer and Maintenance, addresses what happens following the formal training 

experience. The final phase involves Evaluation. Given the current state of knowledge about social and emotional learning, the complexity of programs designed 

to promote such learning and the great unevenness in the effectiveness of existing programs, evaluation always should be part of the process. 

 

CHART 1: THE OPTIMAL PROCESS FOR DEVELOPING EMOTIONAL INTELLIGENCE IN ORGANIZATIONS 

 
 

CONCLUSION 
This comparative study on the ‘job satisfaction of software professionals’ shows that the satisfaction level of software professionals from Bangalore is 

significantly high than the Cochin people with respect to nature of job, wages and other perks. The mean value of the pay is high at Bangalore than Cochin and it 

is statistically significant. The results on the nature of work also show the level of satisfaction is high at Bangalore but statistically it is not significant. The study 

reveals that there is a significant variation in the job satisfaction level of software professionals of Cochin and Bangalore. The mean score of 9 sub scales also 

supported the same. The people from Bangalore is highly satisfied than Cochin. The sub scales such as Pay, Fringe Benefits, Contingent Rewards, Operating 

Conditions and Communication also supported the same. The study reveals that the stress factors of the software professionals working at Bangalore and Cochin 

is significantly varied The results shows that the sub factors such as Work Pressure at home, Transfer Policy, Emergency Situation, Job Security, Problem Court, 

Lack of control, Group Pressures, Lack of Participation, Role Ambiguity and Quantitative Overload has significantly varied among the professionals working at 

Bangalore and Cochin. The other sub scales such as Qualitative Overload, Role Conflict, Autonomy, Lack of Challenges, Interpersonal Relationships, Promotions, 

Victimizations, Alienation, Perceived Status, Strong Working Condition, Grievance Redressal, Rigid Rules, Inadequate Pay, and Schedule of WorkingTtime has not 

statistically significant among Bangalore and Cochin people. This explorative study results provide a wide range of possibilities to the IT Industry. They have to 

adopt new and innovative ideas and concepts through analyzing the study results well. As an emerging and booming industry both governments have to refer 

these study reports to develop right policy decisions.  There is no doubt the study results will be an asset to the IT sector as well as to the aspiring and working 

software professionals. Also,by implementing the suggestion cited here, reasonable positive outcome can be expected. 
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