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When it comes to the ever-changing environment of the informartion technology business, work compatibility

is an extremely muportant factor m determining the career paths and overall well-being of employess. When
it comes to adjusting to technology changes, workplace relationships, and organizational expectations, moalfi-
millennial women, who span multiple peneratonal coborts, confront a unique set of problems. The concept
of emotional intellipence (EI) has become increasingly recopnized as an essential component m the process
of cultivating fexibility, cooperaton, and resilience m professional seftimes. A muolbd-milleomial woman
workimg in the information technalegy indusoy i the sobject of thiz stady, which mvestizates the impact of
emovtional iotellisence on job compatibility. This research analyzes the ways in which key elements of
emytional miellizence (EI) self-awareness. self-regulation, motivation, empathy, and secial skills comiritnate
to mproved work adaptability, job satisfacton, and career growth. The research is conducted usimg a
struchored survey technigue. It is the purpose of these studies to give HE. professionals and policymakers with
inzights that will allow them to ceate interventons that promote emotional intellizence and work
compathiliy, which will ultimately lead to preater retention and performance of women working

informatien techoology.

1 INTRODUCTION

It is well known that the information technology
sectol 15 characterized by it fast-paced techmical
breakthroughs, high-performance demands, and
dynamic weork environment. Women in information
technology, particularly those that spam warions
millennial generations, sometimes face unigque
burdles in the workplace. These concerns muight
mclude gender prejudices, difficulties in maintaining
a healthy work-life balance, and obstacles to
professional advancement Work compatbility,
which may be described as the degree to which
mdividuals fit with their job tasks, corporate cultare,
and professional objectves, has a suobstantial
mfluence on both job satisfaction and career stability.
In recent years, emotional intellience (EI), which is
defined as the capacity of an indmiduoal to
comprehend, control, and manage their feelings in an
efficient manmer, has garnered a lot of attention as an
essential soft talemt for achieving success i the
workplace. The findings of research indicate that a
greater level of emotional intelligence is associated

2656
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with superior interpersomal interactions, siTess
management, and decision-making abilitdes, all of
which confribute to enhsmced job compatibility.
However, there is a lack of empirical data regarding
the precise ways in which EI impacts job
compatibility amonz women whoe are mmlno-
millennials and work in nformation technology. The
purpese of this smdy is to 11 this woid by
investigating the connection betwesen emotional
intelligence and work compatibility. The findings of
this smdy will provide recommendations that may be
used to create an IT workplace that is welcoming and
enconraging o all employess.

2 EEVIEW OF LITERATUERE

Petitta and Ghezzi (2025) The puwrpose of their
research is to investgate the impact that flexible work
arrangements have on the amimdes of workers, their
level of jobr satisfaction, and your organization's
support. This demonsirates how flexible work
alternatives have an impact on well-beimg and
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The Role of Emotionzl Inkeligence in Enhancing Work Compatibility among Multi-Millennial Women in Information Technology

dedication, particularly among women working in
mformation technology businasses.

Zinzoys (2022) discusses the dacrease of remote

work after the pandemic and its influence on women
professionals, particularly those working in
mmformation technelegy, whoe profited from higher
levels of flexibility but now face difficulties i
reintegrating inte the workforce,
Chen (2024) investigates the challenges that women
confront in the field of information technology,
namely work-life balance and workplace inchision.
Specifically, it highlight= the importance of
busineszes implamenting miles such as hybrid work
mdels in order to improve workplace adaptabilify.

A smdy conduocted by Sega et al (2022)
imvestizates the impact that digital ransformation in
information techoology companies has on muld-
millennial employees, with a particular emphazis on
their behavioral intentions about job retention and
productivity.

3 STATEMENT OF THE
PROBLEM

MNumerous organizational and culmral mmpediments
continne to hinder many women's ability to work
togzather, aven in the face of growing female prasence
in the IT sector. Swess, bumout, and work discontent
can result from the fast-paced, high-pressure namre of
IT positions, especially for -women juggling
mumercns responsibilites.  Althongh emotional
intelligence has been identified as a critical
component in improving workplace flexibilicy, littde
is known about bow it specifically affects mmla-
millennial women in IT. The absence of organized
programs in firms o cultivate emotional intellisence
abilities that improve job compatibility is the issue.
Orzanizations risk failing to put in place efficient
palicies that assist women's career advancement and
jolr happiness if they dont have 2 comprshsnsive
knowledze of how Emotionzl Intellizence (EI)
confributes to workplace harmony. In order to
provide useful information for HE strategies and
organizational policies, this study intends to explore
bhow emotonzl intellizence might enhance work
compatbility among mmlti-milleonial women in IT.

4 METHODOLOGY

A srocmared survey is used in this smdy's quantitative
research methodology to gather information Som

mult-millennial women employed in the IT sector.
To ensure diversity in age, joby fitles, and exparsnce
lewvels, respondents will be chosen from a wariety of
IT organizations using & purpoesive sample technigue.
In addition to work compatibility measures that
evalnate career flexibility, work-life balance, and job
sansfaction, the survey will incerporate standardized
Emotional Intellizence assessment scales, such as the
Emotional Intellizence Scale (EIS) by Schume et al
(1998). Fegression analysiz and other statistical
metheds will be nsed to mmalyze the data and ascertain
how job compatibility and emotional intellizence are
related. To leam more sbout how Emotional
Intellipence (EI) affects workplace experiences,
sami-stmchared imferviews with HE experts and
female employees will also be used to collect
gualitative insights. The smdy intends to provide
empirical support and tactical smggestions for
improving work compatibility in IT finms through
interventions and Taining in emotional intellizence.

41 Objectives of the Study

# To explore the factors influencing work
compatibility of working women in IT
indusmissg.

#  To test the impact of work compatbility of
working women in IT industries towards
behavioral intention

Hypothesis of the study

Ho 1: Thers is no mpact of work compatibility of
working women in IT indusmies towards behavioral
intantion

4.2 Analysis and Resnles
4.2.1 Percentage Analvsis

Table I: Demographic and Professional Profile of
Respondents.
- Mo. of Pl
Variakla: Rswondents o
Ags Groap
20-235 yoars 15 20.83%
26-30 years 15 nN0%
31-35 years ] 27.78%
3640 years P 01T
Marital Stams
Single 25 HTI%
Alarmied 23 H.T2%
Dihrarced i 30.56%%
Edwucational
Cmalification
Bachelor's I3 %
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Mastar's 18 135.00%
FhD. ] 40.26%
Yoars of
Exparsncs
-2 vears T 213.61%
3-5 yean 18 23.00%
6-10 years 13 EF%
11+ vears 22 30.56%
Job Bole
Softarare Developar 14 19 44%
Project Manager 16 13.580%
Sysem Analyst 1% 1639%
Data Sciemtict e 40 26%

The age groups of 31-35 years old (27.78%) and
36—40 years old (20.17) comprise the majority of
responders. This suggests that a large percentage of
women working in IT are in the early o mid-stages
of their careers, when they are probably jugsling
work and personal oblizations. Young professionals
in the early stages of their careers are represented by
the 20-25-year (20.83%) and 24§-30-year (22 22%)
age groups. Table 1 Shows the Demographic snd
Profeszional Profile of Fespondents.

Married women (34.72%) and single women
(34.72%) made up the same percentage of the
respondents, whereas divorced women (30.56%)
made up a somewhat smaller onmber. This implies
that a significant percentage of Multimillenial women
working in IT are juggling their personzl snd
professional lifs. To help them, organizations should
prioriize offering flexible work armangements amd
work-life balance guidelines.

The majority of respondents (40.28%) hawve a
Fh D, followed by those with a bachelor's degres
(34.72%) and a master's degree (25.00%:). This
demonsates how many women in IT seek forther
education in order to progress in their professions. It
alzo highlights bow cmcizl upskilling and ongoing
education are in the quickly changing IT sector.

There is 3 significant presence of seasoned experts
in the area, as seen by the work experience

distribution, which reveals that 30.58% of the
respondents have 11+ years of expenence. There iz a
pipeline of new recruits in the industy, as 23.61%
have 0-2 +years. Mid-career professionals are
represented by 20.83% (610 years) and 25 00% (3-5
years). According to this distribution, in order to keep
segsoned women in IT, mentoring programs,
leaderszhip development opportumitias, and
professional advancement possibilities are necessary.

The largest group of responders (40.28%) are data
scientists, demonstrating the increased inferest and
demand asmong women in IT for professions
involving data analytics and artificial imtellizencs.
Software developers (19.44%:) and system analysts
(26.39%) make up a sizable percentage of individuals
working in core technical professions. Mevertheless,
just 13.89% of the respondents are project managers,
indicating that women in IT businesses need greater
leadership possibilities.

4.3 Reliability Test

Table 2: Feliability Statistics.

Cronbach’s Alpha
774 18

The 18-itam scale that was ntilized in this research
praject has a Cronbach's Alpha rating of 0,774, which
suggests that it has a high lewvel of relizbility. For the
purpose of determining the work compatibility and
behavieral intention of mmlt-millennial women
working in informaton techmology busimesses, a
numbrer that is more than 0.7 indicates that the
guestionnaire is internally consistent and highly
dependable. This indicates that the staternents that
were utilized in the ressarch project offer a reliable
measurement of the stocres that were being
investizated Table 2 Shows the Feliability Statistics.

N of Ttems

Table 3: Descriptive Statistics Analysis.

2658

Statements lean Std. Deewiation
My employment gives me time for family and hobbies. iTe B35
Ilike my company's work schedule Sexibility. iT4 1.074
Company policies promote work-life balance for women 3.72 1.007
I may choose my work tasks. 34T 1.145
I manage my job procedures. 3.55 1.151
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My job allows me to work alone 4.00 20

I wark without mirTomanazemsnt since my boss masts me 371 o83

A: an IT woman, I feel appreciated and vakued. 371 a1

A suppartive workplace promotes diversity and inchisivenass, 3.65 1.064

My company has cutstanding female mentorship initiatdves. 378 1.088

To adapt to industoy developments, my company main: well 3.81 B3

Mew workplace technology and tools are easy for me to adopt. 373 1.030

I'm encourazed to upskill and reskill. 34 1.034

Fast technolegical change doesn't affect my job performancs. 368 1.081

Iplan to stay mIT. 300 1.081

I'm eager for new arganizational challengzes and leadership responsibilities. 4.07 1.017

Office compatibility keeps me motivated at work. 304 111§

I wounld sug=est mv workplace to women professionals sesking career 387 1118
S

The mean valoes and standard deviations provide
insights imto respondents’ agreement with the
statements regarding work compatbility, auwtonony,
organizational suppon, career growth, and leadership
opporumities.

« The statement "T'm eager for new
organizational challsnges and  leadership
responsibilities” has the highest mean (4.07)
with a standard deviation of 1.017, indicating
that most respondents are highly motivated to
take on leadership roles despite slight
warigdons in their responsas.

& "My job allows me to work alone” (Mean =
400, 5D = 0.901) and "Office compatibility
kesps me motvated at work"” (Mean = 3.94,
3D = 1.114) suggest that autonomy and a
compatible workplace conmibate significantly
o job satisfaction.

# The statement "I plan to stay in IT" (Mean =
380, 5D = 1.08]1) indicates a high level of
commmitment among respondsots to continue
their careers in the IT sector.

Work-life balance factors smch as "My
employment zives me time for family and
hobbies" (Mean = 379, 5D = 0.035) and
"Company policies promote work-life balance
for women" (Mean = 372, 5D = 1.00T)
received moderate agreement, indicating that
organizations naed to strengthen flexible work
policies.

The lowest mean score was observed for "I
may choose my work tasks”™ (Mean = 3.47, 5D
= 1.14%), indicatng that respondents feel lezs
sutonomy in choosing their specific jol tasks,
which may impact work satisfactdon.

The statement "I would sugzest my workplace
o women professionals  sesking  carear
progress” (Aean =3 87 5D = 1.118) suggests
that respondents generally have a3 positive
percepticn of their workplace, making it a
favorable environmment for women's career
growth. Table 3 Shows the Descriptive
Statistics Analysis.

Tabkle 4: Item-Todal Correlation and Cronbach’s Alpha if Ttem Delated.

B Comected Item-Total Cronbach's Alpha if Trem
Statements Correlation Deleted
My emplovmment gives me time fior family and hobbies. EL 763
I liks my company's work schedule fexibility. 383 T62
Company policies promots work-life balance for women 351 7
I may choose my work tasks. 451 56
I manage my job procedures. 436 J57
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My job allows me o wark alope 2443 T8

I work without micromanagement since my boss masts me 443 758

As an IT woman. [ feel appreciated and walued 273 TEE

A supportive workplace promeotes diversity and 104 758
inclosivensss. - B

My company has cnismnding female mentorship initiatves. 77 T

To adapt to indusoy developments, my company trains well 422 758

ew workplace technology and tools are easy for me to oo ey

adopt 374 742

I'm encourazed fo upskill and reskill. 403 T60

Fast technological change deesn't afect my job performance. 338 T65

I plan to sfay- in IT. 305 T8

I'm eager for pew organizatonal challenzes and leadership 157 758
responsibilities - B

Office comparibility keeps me motvated af work. 315 TET

Iwould suggest my workplace to women professionals 183 e

seekins Caresr pIOEress. - !

The comected item-total comelation valwes range
from 0.183 to 0.451, which confirms that all items
confmibute moderately to stongly to the owverall
reliability of the scale.

The statemnent with the lowest item-toml
correlation is "I wonld suggest my workplace o
women professionals sesking career progress”
(0.183), indicating that while respondents gensrally
agree with the statement, it is not a smong predictor of
overall work compatibility.

If thiz item were deleted, the Cronbach’s Alphs
wounld mcrease slighily to 0777, suggesting that
removing it could slightly enhance reliability, bat the
difference iz not significant enough to jostfy its
removal.

The highest commected item-total commelation is for
"I may choose my work tasks™ (0.451), sugeesting
that job antonomy is stooogly related to work
compatibility. Table 4 illustrate the Item-Total
Correlation and Cronbach’s Alpha if Ttem Dieleted.

Table 5: Tofal Varsance Explained.

; S Exmraction Sums of Squared Fotation Sums of Squared
Inital Eigenvahies Loadines Loadinss
Component
. %aof | Cumulatire % of | Cumulative Yof | Cunmlative
Toml Wariance S Total Variance % Total Wariance £

1 4024 | 21356 22356 |4.024| 21356 22336 | 3102 17235 17235

3 1954 16412 3JETEE |2934| 16412 3B 768 | 2946 153460 33,604

3 2624 | 14580 53348 |2.8524| 14580 53348 (2934 15302 49906

4 1LBST| 10372 §3.720 1867 | 10372 3720|2217 12315 62221

5 1762 0,791 13.512 1.762] ©9.701 73511 (2032 11.291 73.512
The Total Variance Explained table 5 highlights ¢ Componsnt 1 explains 22 356% of the
the factor extraction process in Principal Component variance, indicating that a significant

Analysis (PCA). Five Ccomponents were exiracted,
explaiming T3 512% of the total vartance, which is a
sirong indication that the identified components
effectively summearize the data

proporion of respondents” perceptions are
influenced by this factor.

* Component I accoumts for 16.412%,
bringing the cummlative wvariance to
3B.768%
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» Component 3 explains 14.580%, making the
cummulative varance 53.348%

+ Component 4 contributes 10.372%%, raising
the cumulative percentage to 63 720%.

o Component 5 explains 9.781%, finalizing
the cumulative variance at 73.512%.

Since the total vanance explained exceeds 70%, it
suggests that the Sve extracted facters adeguately
reprasent the dataset, making them suitable for further
interpretation. Table § Shows the Fotated Component
Matrix of Workplace Factors.

Table &: Fotated Component Mamix of Workplace Factors

Fotared Component Marriz

Component

My job allows me to work alons

508

[ manage my job procedonss.

580

I may choose my work fasks.

T2

[ work without micromanagement since my boss mists me

E11

I plan to stay m IT.

30

Office compatibility keeps me motivated at work.

BOO

I'm eager for new organizational challenges and leadership
responsibilities

BED

[ would sugzest my workplace fo women professionals seeking
CAIeET PIOETRSE

I'm encouraged te upskill and reskill.

(=)

To adapt to indusiry developments, my company trains well

New warkplace techonology and tools are easy for me to adopt.

I
L=l R

Fast technological change doesn't affect my job performance.

e ]
|
[

[ like my company's work schedule flexibility

L

Company policies promots work-life balance for women

My employment gives me time for family and hobbies.

L
=

[}
(]

A supportive warkplace promotes diversity and inclusivensss.

238

My company has ontstanding females mentorship initiatives.

BT

Asan IT woman, I fesl appreciated and walned

801

The Fotated Component Mamix groups related

warizbles under different components, helping
identify underlying themes. Each statement loads
sirongly on a specific component, indicating a "
meaningful factor soucmrs

Component 1: Job Antonomy and Independence

*  Statements loading high:
= My job allows me to work alone (0.B9E)
o Imsnage my job procedures [0.380)
o Imay choose my work tasks (0.872)

= I work withont micromanagement since

my boss tusts me (0.811)

Component 2: Career Commitrnent and Motivaton
Statements loading high:

o I'plan to stay in IT (0.930)

o Ofice compatibility keeps me motivated

at work (0,890

I'm eager for new organizational
challenges and leadership responsibilities
{0.BE0)

2661
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o I would sugzest my workplace to women
professionals  seeking  caresr progress
(0.713)
Component  3:
Adaptability
»  Statements loading high:
o I'm encouraged to upskill and reskill
(0.885)
o To adapt W industy developments, my
company trains well (1.385)
o Mew workplace technology and tools are
easy for me to adopt (0.840)
o Fast technological change doeso't affect
my job performance (03.773)
Component 4: Work-Life Balance

Training and Technological

# Sratements loading high:
o I like my compamy's work scheduole
flexibility (0_855)
o Company policies promote work-life
balance for women (0_836)
o My employment gives me time for family
and hobbies (0.833)
Component 5: Workplace Inclusivity and Support
* Statements loading high:
o A supporave workplace  promotes
diversity and inchosivensss (0.838)
o My company bhss ountstanding female
meniorship initiatves (0.807)
o As an IT woman, I feel appreciated and
valuned (0.801)

Table 7: Fiegression Table.

Variable Coefficient 5td. Error t=Walue p-alue
Constant 3.8235 02943 12.7751 0. D000
WLEI -0.0073 00602 -0.1248 09007
WLB2 -0.0455 0.0553 -0.8242 00102
WLB3 0.0441 0.0548 0.8032 00222
TOEL -0.0441 00605 -0.7284 04661
TOB2 0.1265 00§19 20435 00415
TOB3 -0.0874 0.07%% -1.0842 02744
TOE4 00080 00628 0.1583 08743
PLAL 00115 00515 0.2231 00234
PLAZ -0.0098 004483 -0 1908 08417
PLASZ 0.0323 004468 0.6884 04815
TEC1 0.0174 0.0753 0.2310 00174
TEC2 0.0371 00630 0.5884 05564
TEC3 -0.0&669 00678 -0.9880 0.0236
COM4 0.0260 0.0508 0.5289 0.5871

The regression analysis of Table 7 examines the
mpact of wvanon: independent wvarnables on
behavioral intention ameng multi-millennial women
in IT industries. The constant coefficient (3 8235, p=
0004 indicates a strong baseline level of behavioral
intention, even when all predictors are set to zaro.

Among the indspendent varizbles, several were
found to be stadsdcally significant (p < 0.05),

2662

indicating their influence on behavioral Imtention
These mcluda:

4.3.1 Work-Life Balance Factors (WLEB2,
WLE®

Company policies promoting work-life balance for
women (WLE2) show a negative but significant
impact (f = -0.0455, p = 0.0102). This suggests that
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employees may perceive work-life balance policies as
insufficient or ineffectve.

Flexibility in work schedule (WLB3) has a
positive impact {§ = 0.0441, p = 0.0212), indicating
that employees with greater flexibility in their work
schedules expenence improved behavieral intention.

4.3.2 Job Antonomy and Satisfaction
(JOBI)

The ability to manage one’s job procedures (JOBZI) is
3 sizmificant positive predictor (f = 0.1265, p =
0.0415), implying that employess with more control
over their work precedures are more likely to remain
engazed and commiftad.

4.3.3 Planning and Adaptability (FLAI)

Planning-related factors (PLAL) also show a positive
and significant impact {§ = 0.0115, p = 0.0234),
indicating that stucnred work planning positively
influences behavioral intention.

434 Technology Adaptation (TECL, TEC3)

Adapting to new workplace technology (TECL) iz a
significant predictor (f = 0.0174, p = 0.0174),
meaning amployees who can easily adopt new tools
and systems exhibit higher behavioral intention.

Technological  disruptions  affecting job
performance {TEC3) show 3 negative mmpact (f = -
00682, p=10.0234), suggestng that employees who
struggle with rapid technological changes experience
lower motivation and commitmeant.

Plasicyal Mot

K] T I i 15 i a5 [
Fed ey

Figure 1: Besidual Plot of Repression Model

The residuzal plot Figure 1 illustrates the
distribution of residuals (ervors) against the Stted

values from the regression model Ideally, in a well-
firted repression medel, the residuals should be
randomly scattered around zere, with no clear pattern.
However, in this plot, the red gend line indicates a
slight curve, suggesting a potential non-linearity in
the modal.

The red line shows a subtle upward and downward
movement, indicating that the residuals are not parely
random. This suggests that the relationship between
the independent and dependent variables may not be
perfectly linear.

The pressnce of non-linearity hints that the
regrassion model may benefit from polynomial terms,
interaction effects, or mansformation of varizbles to
better capmure the underlying patterns in the data.

5 CONCLUSIONS

The smdy on work compatbility among mmlt-
millennial women in IT industries highlizhts several
critical factors influencing their behavioral intentions
and job safisfaction. The fndings reveal that job
antononmyy, career commitment, skill adaptability,
work-life  balance, and workplace inclosivity
siznificantly confribute to work compattbiliy.
Women professionals who expenence greafer
antonomy, siucmred mentorship, and flexible work
policies are more likely to remain committed to the IT
zector and seek career advancements. Additonally,
organizations that provide coofiouous leaming
oppormnities and technological adaptability support
enhance employess' confidence and job retention
The role of diversity and inclusivity initiatives further
srengthens workplace satisfaction, promoting a
culmre of growth, support, and motivation. Owverall,
the research underscores the importance of fostering
a3 conducive work envirooment where mulfi-
millennial women feel valued, empowered, and
motivated to excel in their caresrs. Organizations
aiming e ephsnce employee retention  and
productivity must priotitize policies that address
these key determinants, ensuring  long-temm
professional fulfillment for women in the IT sector.
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