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Abstract 
This study explored the measurement of emotional intelligence (EI) using a comprehensive scale to tap the construct. Using a sample of 295 undergraduate business majors from a mid-western university, an exploratory factor analysis was performed to examine the factor structure of the scale. Based on the factor loadings, the scale was reduced to 51 items with five factors emerging. Student demographics revealed that accounting majors rated lower on EI as compared to other majors. Results also indicated that higher EI scores were associated with membership in Greek organizations, and involvement in sports organizations. It was also found that international students rated lower on the EI measure as compared to domestic students. Finally, several of the factors within the scale were shown to have a relationship to both cumulative GPA and university-specific GPA. Implications for these findings as they relate to management development are discussed.
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Introduction
In an attempt to study one’s emotional capacity, the concept of “emotional intelligence” has recently crept into the psychological literature (Mayer and Salovey, 1993, 1995; Salovey and Mayer, 1990). Few management researchers have embraced the concept, but the notion of emotional intelligence, with its vast applicability to many workplace issues including performance, job satisfaction, absenteeism, organizational commitment and leadership issues, has considerable appeal to practitioners (Cooper and Sawaf, 1997; Gates, 1995; Goleman, 1995; Megerian and Sosik, 1996; Sosik and Megerian, 1999; Wright et al., 1993; Wright and Staw, 1999). Unfortunately, few academic studies have been conducted to validate the concept’s properties and measurement capacities.
Researchers interested in management development, training and education have struggled to define adequate predictors of educational and career success. Grade point average (GPA) as well as a host of other testing measures have been used, often unsuccessfully, to predict career success. Goleman (1995, 1998) contends that these measures lack predictive ability, and that emotional intelligence is the missing link in academic and career success. Standardized tests have long been used to measure both mathematical and language areas of intelligence; however, other types of intelligence such as interpersonal (one’s adeptness at handling interpersonal relationships) and intrapersonal skills (the ability to manage one’s own emotions) are equally, if not more important, in predicting success in the academic arena and the workplace (Goleman, 1995, 1998; Sternberg, 1996). Other researchers have noted that persistence is perhaps one of the most important variables to consider when identifying successful traits (Gayer et al., 1994; Sternberg, 1996). Sternberg (1996, p. 21) contends that “the best students are high not only in academic intelligence, but in successful intelligence as well”. The concept of successful intelligence closely parallels emotional intelligence in that those that acquire these skills are able to translate academic success into success in the workplace (Sternberg, 1996).
The primary purpose of the current study was to empirically assess the efficacy of using emotional intelligence as a predictor of the academic performance of undergraduate business students. The determination of the viability of using EI as a predictor of academic performance may then lead to the more efficient use of EI in other situations; for example, EI may be used in the creation of management development programs and in the selection and evaluation of managers. Further, the study may also be useful in determining the influence of cultural variations in the relative performance of students from alternative countries. Finally, the research may be useful in the development of a scale that could be used to evaluate the emotional intelligence of prospective managers in an expeditious fashion. Thus, the final purpose of the study is to create a scale that can parsimoniously be used to measure the emotional intelligence dimension and thus provide guidance in the training and development of business managers.
The completion of the research should therefore provide direction into the design of management training courses, as it indicates those skills which are the ones most significantly related to performance. Thus, as specific skills are identified as being critical to the determination of success, programs can then be designed to help develop these skills to facilitate better performance by potential managers.
Conceptual development of emotional intelligence
Emotional intelligence is a relatively new concept among researchers and practitioners. Much of the recent work on emotional intelligence is based on the foundation provided by Gardner (1983). Although he did not use the term “emotional intelligence”, his reference to intrapersonal and interpersonal intelligence has been used as a foundation in more recent models on this topic. Gardner’s (1983) concept refers to having the ability to know and understand one’s own emotions and other individuals’ emotions and intentions. This understanding, in turn, is presumed to guide one’s behavior.
Salovey and Mayer (1990) were the first to formally conceptualize and use the term “emotional intelligence”. Their conceptualization included three mental processes: 
(1) the appraisal and expression of emotions in oneself and others;
(2) the regulation of emotion in oneself and others; and
(3) the utilization of emotions to facilitate thought. 
These three processes are further divided into subcomponents within the model. The first category, the appraisal and expression of emotion, is subdivided into those processes dealing with oneself and those pertaining to others. The model further subdivides appraisal of self into verbal and non-verbal expressions of emotions and appraisals dealing with others into non-verbal perception and empathy. The second mental process, the regulation of emotion, is likewise subdivided into regulation of self and others. Finally, the third category, utilization of emotion, encompasses the components of flexible planning, creative thinking, redirected attention, and motivation. Although the model is general in nature, it also addresses individual differences in mental processes and abilities (Mayer and Geher, 1996; Mayer and Salovey, 1993, 1995; Salovey and Mayer, 1990).
Goleman’s (1995) book, Emotional Intelligence, builds on many of the foundations laid by both Gardner (1983) and Salovey and Mayer (1990). Five competencies are examined in this approach:
(1) self-awareness;
(2) self-regulation;
(3) self-motivation;
(4) social awareness (empathy); and 
(5) social skills (relationship management). 
Goleman provides much anecdotal evidence of these competencies and their relationship to individual and organizational success.
In their book, Executive EQ, Cooper and Sawaf (1997) put forth the four cornerstones of emotional intelligence at the executive level: emotional literacy (involves the knowledge and understanding of one’s own emotions and how they function), emotional fitness (involves trustworthiness and emotional hardiness and flexibility), emotional depth (involves emotional growth and intensity), and emotional alchemy (involves using emotions to discover creative opportunities). The authors presented a measure of executive emotional intelligence, the EQ MAP, but it has not yet been validated.
In a reformulation of their original model, Mayer and Salovey (1997) developed a revised framework within which to study emotional intelligence. Their model presents emotional intelligence as having four branches ranging from the most basic psychological processes to those that are more advanced. The most basic level of processing involves the perception, appraisal and expression of emotion. As these skills are mastered, one would advance to the emotional facilitation of thinking and then on to the understanding and analysis of emotions and the utilization of emotional knowledge. The most integrated and highest level of processing involves the reflective regulation of emotions to further emotional and intellectual growth. Within each level, there exist representative abilities ranging from those that emerge early in development to those appearing later, usually in a more integrated adult personality. Individuals high in emotional intelligence are expected to progress more quickly through the branches and master each ability to its fullest (Mayer and Salovey, 1997).
Competencies of emotional intelligence
Building on the work of Mayer and Salovey (1997) and others, Goleman (1995, 1998) has suggested that there are five critical pillars or competencies of emotional intelligence:
(1) self-awareness;
(2) self-regulation;
(3) self-motivation;
(4) social awareness (empathy); and 
(5) social skills. 
Each of the five components of emotional intelligence can greatly impact the way an individual perceives and reacts to all types of organizational events. For example, self-regulation has a strong link to behavior choice because it encompasses self-control, adaptability, and self-monitoring within a situational context. In addition, components such as empathy and motivation can shape the way individuals perceive events and indirectly affect a responsive behavior choice.
Self-awareness, according to Goleman (1995), is the keystone of emotional intelligence. Knowing one’s emotions (i.e. possessing the ability to monitor feelings on an ongoing basis) is important to psychological insight and self-understanding. Specifically, Goleman (1995) defines self-awareness as knowing one’s internal states, preferences, resources, and intuitions. Researchers have identified certain dispositional attributes as antecedents of self-awareness such as purpose-in-life (Frankl, 1992), and both private and public self-consciousness (awareness of inner thoughts and general awareness of the self as a social object) (Fenigstein et al., 1975).
Emotional management, or self-regulation, is the second of Goleman’s core competencies and involves managing one’s internal states, impulses, and resources (Goleman, 1995). This element of emotional intelligence includes self-control, trustworthiness, conscientiousness, adaptability, and innovation. Self-regulation also involves self-monitoring which refers to an individual’s ability to adjust his or her behavior to external, situational factors.
Self-motivation is the third of Goleman’s core competencies and involves the control of emotional tendencies that guide or facilitate reaching goals (Goleman, 1995). Achievement drive, commitment, and initiative are key elements in one’s self-regulation. Optimism, yet another key pillar in self-regulation, has long been thought to be a key determinant of motivation and performance outcomes (Seligman, 1990).
Empathy, or the awareness of others’ feelings, needs, and concerns is the fourth core competency and is an important social competency that several authors have claimed to be a crucial component of emotional intelligence (Goleman, 1995). Empathy involves understanding others, developing others, having a service orientation, leveraging diversity, and possessing a keen political awareness (Goleman, 1995).
Finally, relationship management, or social skills, is the fifth core competency put forth by Goleman and describes one’s adeptness at effectively handling interpersonal relationships (Salovey and Sluyter, 1997). According to Goleman (1995), this component of emotional intelligence involves influence tactics, effective communication with others, conflict management skills, leadership abilities, change management skills, instrumental relationship management, collaboration and cooperation abilities, and effective team membership capabilities (Goleman, 1995, 1998).
Research methodology
Subjects 
The sample included 295 undergraduate and graduate students enrolled in management and marketing courses at a mid-western university. Table Ia andTable Ib provide a summary of the demographic attributes of the subjects. The sample was composed of 44.7 per cent males and 55.3 per cent females; the mean age of the total sample was 23.5 years of age. A majority of the students were seniors (52.2 per cent) with approximately the same number of juniors (24.1 per cent) and graduate students (20.3 per cent). Of the students in the sample, 74 per cent were US citizens, while the remaining 26 per cent were international students. Students were represented from all functional areas of business majors, with the largest groups from the marketing (41 per cent) and management (19.7 per cent) areas.
Questionnaire and measures 
Emotional intelligence. As previously indicated, a wide variety of emotional intelligence measures have been developed. Since there has been difficulty in measuring emotional intelligence, it seemed that it would be desirable to use one of the most comprehensive measures available and a scale that can be used in a variety of contexts. It was felt that by using this approach, the construct could be better identified and assessed. It was felt that the scale which best met these requirements was the 137-item emotional quotient (EQ) test developed by Goleman (1995) and this was selected as the basis for measuring the five dimensions of emotional intelligence.
Student demographics. The students provided information on their age, gender, marital status, major, class standing, country of origin, number of credit hours completed, number of hours of outside employment, and involvement in a variety of extra-curricular activities (e.g. Greek organizations, clubs, sports, honorary organizations, etc.).
Student performance. The students also provided information on their cumulative GPA, their institution-specific GPA, and their high school rank. This information was self-reported, and therefore subject to potential bias. The student performance data is viewed as a proxy for student success.
Results
Examination of factor structure 
In line with one of the purposes of this study, it was important to explore the factor structure of the emotional intelligence scale. As noted, the Goleman (1995) EQ test is a 137-item scale. The fact that the scale contains 137 items limits its practicality for use in field studies and consequently limits the empirical and academic assessment of the scale’s validity. Based on these considerations, factor analysis was used to reduce the scale to its most salient questions and to identify the relevant subscales for further assessment.
Table IIa and Table IIbshows the results of this analysis. Exploratory factor analysis is considered more appropriate in the early stages of scale development than confirmatory factor analysis because the latter does not show how well the items load on non-hypothesized factors (Brannick, 1995; Kelloway, 1995). After an initial principal components factor analysis of the 137 items, certain items were removed due to inappropriate (low or cross) factor loadings (Hinkin, 1992). A second factor analysis was then conducted that revealed six factors. One of these factors, however, was based on only two items, which may be problematic in terms of validity and reliability (Hinkin and Schriesheim, 1989; Nunnally, 1976). Therefore, these two items were deleted, and a final factor analysis was run with the remaining items. This principal components analysis resulted in five factors with no double loadings (see Table II).
Factor 1 was labeled propensity to change and consisted of 15 items. The loadings ranged from 0.52 to 0.75 (with an eigenvalue of 33.5), and this factor explained 21.5 per cent of the variance. Factor 2, labeled group and organizational goals, consisted of 14 items. Item loadings ranged from 0.47 to 0.74 and had an eigenvalue of 6.5. This factor explained an additional 18.5 per cent of the variance. Factor 3 consisted of 12 items, had an eigenvalue of 4.4, and loadings which ranged from 0.47 to 0.69. This factor explained an additional 12.4 per cent of the variance and was labeled dependability/reliability/work focus. Factor 4 was labeled customer satisfaction focus and consisted of six items with an eigenvalue of 3.5. The loadings ranged from 0.62 to 0.89 with an additional 12.4 per cent of the variance explained. Finally, Factor 5 was labeled self focus/impression management and consisted of four items, with loadings ranging from 0.39 to 0.72. The factor had an eigenvalue of 2.9 and explained 7.4 per cent of the variance, bringing the cumulative percentage of variance explained to 72.2 per cent.
The factors identified in this study closely paralleled those dimensions identified by Goleman (1995), but each of these factors was renamed to provide more of a business/management orientation for the study. For example, propensity to change may be perceived as being closely related to the context Goleman (1995) labels “self-regulation”. The second factor, group and organizational goals, seems to be well-aligned with the “relationship management” dimension identified by Goleman. The third factor, work focus, may be viewed as being related to Goleman’s dimension labeled “self motivation”. The fourth factor, customer satisfaction, is most closely related to Goleman’s variable termed “empathy”. The final factor, self-focus, is very similar to Goleman’s variable, “self-awareness”. A coefficient alpha of 0.95 was obtained for the overall scale (EQ). The reliabilities for each subscale are as follows; propensity to change (0.89), group and organizational goals (0.89), work focus (0.88), customer satisfaction (0.88), and self-focus (0.74).
It may be argued that one of the critical problems that has been encountered in the use of EI in practical business issues is the problem related to validity. While proprietary research claims that the measure has validity, little academic research can be found which illustrates the construct or concurrent validity of the EI measure. One of the purposes of this research is to explore the validity of the use of EI in business endeavors. Given the exploratory nature of the study and the sampling design, surrogate measures were used to provide some indication of the validity of the EI scales developed. For example, one might hypothesize that certain dimensions of EI would be related to the area of study pursued by members of the sample. Based on this presumption, scales and their relationship to alternative majors were examined. Additionally, the subscales were evaluated based on other potential factors such as the student’s GPA and participation in a variety of curricular and extra-curricular academic activities.
EI differences in major area of study 
It could be argued that differences in EI may exist according to the individual’s major area of study. For example, one could state that management majors, given their people focus, would have higher EI scores in the empathy and relationship management dimensions. To test this assumption data were analyzed to determine if differences in EI scores could be attributed to the students’ major areas of study. Table III presents the results of this analysis. Using the total sample, an ANOVA revealed that there were significant differences between college major and several of the factors associated with one’s emotional intelligence. Accounting majors were found to rate lower on Factor 2 (group and organizational goals; M = 46.2, F = 3.2, p < 0.01) and Factor 4 (customer satisfaction focus; M = 20.2, F = 2.4, p < 0.05). When using all items from the five factors, accounting majors rated lower on emotional intelligence overall (M = 190, F = 2.1, p < 0.10). Similar results were found using the domestic sample. The results of the analysis using the international sample revealed that marketing majors rated lower on Factor 3 (dependability/reliability/work focus; M = 45.2, F = 2.6, p < 0.05).
Results of t-tests 
It could also be assumed that membership in various subgroups might be related to the students’ scores on the dimensions of the EI. To further assess differences in the student sample, various groups were identified and t-tests were used to evaluate the differences in EI scores according to group membership. Table IV, Table V and Table VI present the results of these analyses. Table IV presents the results for the total sample. T-tests indicated that the mean of Greek members (M = 57.4) was significantly higher than non-Greek members (M = 55.0) on Factor 1 (propensity to change/adapt; t = 2.2, p < 0.05). Similar results were found for those students that were members of sports organizations (M = 59.3) and those that were not (M = 54.9) on Factor 1 (t = 2.5, p < 0.05). Significant differences were also found with Factor 2 (group/organizational goals).
Similar to the findings with regard to Factor 1, Greek members (M = 55.8) and those involved in sports organizations (M = 55.1) rated significantly higher than non-Greek members (M = 53.0) and those not involved in sports organizations (M = 53.1) on Factor 2. Those subjects noting that their country of origin was from the USA rated higher on Factor 2 (M = 54.1) than those noting they were from a different country (M = 52.5; t = 1.8, p < 0.10).
Significant differences were also found with regard to Factor 3 (self focus/impression management). Specifically, it was found that females (M = 53.0) rated higher on this factor than males (M = 53.5; t = 3.4, p < 0.01). In addition, it was found that international students rated lower (M = 40.3) on Factor 3 as compared to those reporting USA as their country of origin (M = 52.6; t = 3.0, p < 0.01). Small, but significant differences were found on Factor 4 (customer satisfaction focus) for Greek members (M = 24.8) as compared to non-Greek members (M = 23.6; t = 2.0, p < 0.10), members of sports organizations (M = 24.6) as compared to those not involved in sports organizations (M = 23.6; t = 1.8, p < 0.10), and international students (M = 23.0) as compared to USA students (M = 24.1; t = 1.7, p < 0.10).
On Factor 5 (self focus/impression management) significant differences were found for Greek members (M = 16.7) versus non-Greek members (M = 16.0; t = 2.5, p < 0.05), and international students (M = 15.1) versus students from the domestic sample (M = 16.5, t = 4.1, p < 0.01). With regard to the overall scale, significant differences were also found. Once again, Greek members (M = 215), members of sports organizations (M = 214), and American students (M = 211) all had significantly higher mean scores than non-Greek members (M = 207), those not involved in sports organizations (M = 207), and international students (M = 197).
Similar results were found for the domestic sample (see Table V). Significant differences emerged for the international sample (see Table VI). Mean differences were found in marital status for Factor 3, 4, and 5. Specifically, married international students rated higher on each of these factors as well as the overall EQ scale. Other significant differences in the international sample mirrored the domestic and overall sample findings.
Regression results 
An ancillary purpose of the study was to examine the relationship between emotional intelligence and a measure of student performance. This was done through a series of regression equations. The overall sample was first analyzed. Using cumulative GPA as the dependent variable, and each of the five factors as independent variables, it was found that Factor 3 (dependability/reliability/work focus) was the only significant factor to emerge (b = 0.30, F = 3.4, p < 0.01, R 2 = 0.07). When university-specific GPA was used as the dependent variable, Factor 1 (b = 0.18), Factor 2 (b = –0.18), Factor 3 (b = 0.25), and Factor 4 (b = –0.17) were significant variables (F = 3.4, p < 0.01, R 2 = 0.07).
Interesting results emerged for the domestic-only sample as well. Using cumulative GPA as the dependent variable, Factor 3 emerged as a significant variable (b = 0.38, F = 5.2, p < 0.01, R 2 = 0.12). Using university-specific GPA as the dependent variable, it was found that Factor 2 (b = –0.18), Factor 3 (b = 0.41), and Factor 4 (b = –0.18) were all significant variables (F = 6.6, p < 0.01, R 2 = 0.15).
Discussion
The literature reviewed has indicated that one’s emotions play an important part in workplace behavior. As previously reported, the foundation of “emotional intelligence” revolves around the ability to both know and understand one’s own emotions, as well as the ability to understand how another’s emotional states may influence their behavior. However, while the literature argues that a relationship exists between emotions and workplace behavior, questions relating to the pertinence of EI in a business setting remain unanswered. The purpose of this research is to address some of the issues pertaining to the use of EI, by examining the pertinence of EI in an educational setting. The result of this evaluation may provide the foundation for using EI in business environments, by providing information to help assess the validity of EI as a predictor of performance and by providing a scale that can be used to assess an individual’s EI in a more expedient fashion.
Thus, the results gleaned from this study provide information that may be useful in both answering and raising questions about the use of EI. For example, does EI relate to output measures of student performance? Does EI relate to differences in students, in student activities, in cultures, etc.? Is there a scale that captures the essence of EI, without being overly long and ponderous for practical use? The answers to these questions may then be used to expand the use of EI from a student sample to more business-related samples. Further, the answers to these questions may be useful in the development of future managers and business executives. As firms adapt to economic pressures in their selection, training and development programs, the identification of the most important selection and training topics would seem to be a goal worthy of managerial focus. To this end, the identification of emotional skills that are most predictive of a business student’s success and future performance may provide additional insight into the development of an organization’s training and development program. Thus, the present research may provide information that is valuable in the determination of topics and the allocation of resources to alternative topics in a management education program.
The findings of the current study contribute new information concerning emotional intelligence and provide several areas that should be considered when structuring introductory management classes. First, ANOVA results indicated that statistically significant differences do exist in terms of one’s major field of study. Specifically, those students in the area of accounting obtained a lower overall EQ score than all other majors examined. They were specifically found to have scores significantly lower in Factor 2 (group/ organizational goals) and Factor 4 (customer satisfaction focus) than were scores obtained by the other majors examined. Such a finding may be deemed logical, if one accepts the premise that accountants are, by their nature, less “other oriented” and are consequently less likely to be concerned with the goals of the group or the satisfaction of others than they are with the completion of their jobs.
Second, differences were found to exist between domestic students and international students in terms of overall EQ scores and individual factors. EQ scores for international students were found to be lower in every major examined, with the exception of those students majoring in the area of management. In the case of management, both groups had identical EQ scores of 212. By using t-tests to examine each factor, it was found that not only was there a significant difference between the overall EQ score, but significant differences existed between international and domestic students in four of the five factors examined. Given that many of the international students attending domestic universities have hopes of finding employment in the USA, it would seem that they are at a significant disadvantage in terms of being able to understand how both their own emotions, as well as others’ emotions, will determine job related behaviors. Admittedly, this lack of understanding may very well be due to cultural differences and further research needs to be conducted to examine the causes of these cultural differences. However, if one assumes that cultural test score bias is not the cause of the cultural differences, this finding indicates that individuals who are trying to succeed in business may discover that their opportunities are limited by their EI. Thus, EI scores may be a factor which influences the success experienced by international students operating in the US environment. The positive side of these differences being based on cultural variation is that as culture is something that is learned, it follows that an understanding of emotional behaviors could also be mastered. This may be particularly true given that the one factor that international students scored highly on was Factor 1 (propensity to change/adapt). Consistent with Goleman’s (1995, 1998) contention, one can argue that emotional intelligence skills can be taught and learned in educational and training programs. Therefore, training and development programs designed to provide information to international students should include materials related to the importance of each of the four factor areas described in this research where significant differences were found.
Third, as one might expect, extra-curricular activities such as sports involvement, fraternity/sorority involvement, or organization involvement tended to produce higher overall levels of emotional intelligence. While cause and effect relationships relating to this finding are difficult to identify, these results show that involvement in extra-curricular activities is associated with higher EI scores. On the one hand one might conclude that higher EI scores might predict extra-curricular involvement, but on the other hand one could also conclude that extra-curricular involvement contributes to higher EI scores. Based on the latter premise, the argument may indicate that potential managers, particularly those who are international, should be encouraged to become involved in some type of outside organization or activity. This outside activity could take the form of a program where social interaction, combined with information provided in management development programs, could lead to higher levels of emotional intelligence and therefore to higher levels of success in the workplace.
Fourth, the current findings are consistent with Goleman’s (1995, 1998) and others which found that emotional intelligence may have a relationship to success. Using GPA as a proxy for success, this study found a small, but significant, relationship to Factor 2 (group/organizational goals), Factor 3 (dependability/reliability/work focus), and Factor 4 (customer satisfaction focus). While GPA is admittedly a surrogate for performance in the business environment, these results may serve as a springboard for future research in using emotional intelligence as a predictive instrument.
Limitations and suggestions for future research
The information presented in this study appears to lead to the conclusion that emotional intelligence should be included within the core skills taught in training and development programs. A potential manager’s understanding of management techniques dealing with interpersonal interaction and intrapersonal emotions may have a fundamental place in the overall success of that individual in the workplace.
However, prior to raising a universal issue leading to permanent changes in management curricula and courses, a few limitations should be noted. First, the study is limited by its sample. As discussed, the sample consists primarily of business students enrolled at an AACSB accredited university located in the Midwest. These students may or may not be representative of the total population of students. Second, the scale used to evaluate EI was the Goleman (1995, 1998) scale. While none of the scales that have been used to measure EI have been widely accepted, there are critics of the EI scale. Nevertheless, the EI scale represented one of the most comprehensive scales available, and the purpose of this research is to examine the validity of the scale as measured by student performance. Thus, the EI scale seemed to be the one best suited to the purposes established for this type of exploratory research. Finally, the output variables used in the study (e.g. group membership, GPA, etc.) were surrogate measures of success and performance that may lack validity. However, one may note that in academics, such variables are often the only ones available to assess performance.
Future research should be designed to address these limitations. First, the sample should be examined and extended to different groups to determine the validity of the current findings. Correspondingly, the “reduced” Goleman scale developed in the present research might be compared with other scales for its validity and practicality in use in both academic and business settings. Finally, the study should be expanded to business settings so that more established outcome variables might be used to assess the validity of the EI construct.
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Member 45 (15.3) 29 (13.0) 16 (22.3)
Other organizations

Non-member 227 (76.9) 173 (77.6) 54 (75.0)

Member 68 (23.1) 50 (224) 18 (25.0)
Class

Sophomore 10 (34) 4 (1.8 6 (79

Junior 71 (24.1) 57 (25.8) 14 (184)

Senior 154 (52.2) 142 (64.3) 12 (15.8)

Graduate student 60 (20.3) 18 (8) 42 (67.9)
High school rank

Top 10% 111 (37.6) 76 (32.5) 35 (610

11-20% 77 (26.1) 67 (28.6) 10 (14.6)
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Table Ib.Demographic attributes of the subjects
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Factor 1: propensity to change/adapt (coefficient alpha: 0.89)
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22
34
51
67
68
75
77
79
88
92
97
129

Adapt my tactics and strategies when previously used ones no longer work
Consider unexpected original solutions to problems

Champion change and enlist others in pursuit

Recognize and remove barriers to change

Take calculated risks

Generate novel ideas

See new situations as opportunities rather than threats

Am appropriately decisive

Seek out performance information from multiple sources to give to a person
Seek information in unusual ways, or from sources not typically used

Take fresh perspectives, seeing people or events in a new way

Seek out fresh ideas from a wide variety of sources

Easily handle shifting priorities and rapid change

Brainstorm without evaluating and suspend judgment of original ideas
Challenge the status quo to call attention to the need for change

Factor 2: group/organmizational goals (coefficient alpha; 0.89)

15
28
63
80
83
90
94
99
100

114
126
127
128
130

Committed to the group’s goals

Seek out opportunities to fulfill the group’s mission

Offer a team inspiring challenges and a compelling vision

Offer feedback to improve another person’s performance

Remind others of the group’s vision and mission

Coordinate team’s optimal use of each others’ strengths

Nurture friendliness and promote commitment to team’s mission
Recognize and operate from the organization’s values, culture and goals
Build team identity and esprit (for example, creating symbols of

team identity)

Committed to continuous improvement in the organization

Accurately read events in the organization

See diversity as opportunity for adding useful information and viewpoints
Lead change initiatives

Draw all members into active and enthusiastic participation

Factor 3: dependability/reliability/work focus (coefficient alpha: 0.88)

4
14
42
64
86

106
108
117
118
119
120
136

Follow through on my commitments

Strive to keep promises

Build trust through reliability and authenticity — can be counted on
Am organized and careful in my work

Results-oriented with a high drive to meet objective and own standards
Pay attention and listen well

Aware of own values and goals that guide decisions

Display honesty and integrity

Promote a friendly, cooperative work climate

Show attention to detail (e.g. double check information for accuracy)
Act consistent with my values

Express the need to cooperate

Factor
loading

0.60
0.60
061
053
0.54
0.56
0.75
061
0.58
0.54
061
0.74
0.66
052
0.60

047
0.54
0.55
0.63
0.63
0.67
0.57
0.55

0.74
0.64
0.60
049
0.67
071

0.59
0.62
0.59
0.58
052
0.49
0.65
052
047
0.64
0.69
0.51
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Table IIa.Results of factor analysis and reliability estimates for emotional intelligence scale
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Factor 4. customer satisfaction focus (coefficient alpha: 0.88)

13
60

91
102
113
125

Attuned to customers’ satisfaction and loyalty

Show understanding of customers’ circumstances and decision-making
processes

Feel certain about the needed course of action

Match customers’ needs to services or products

Act as trusted advisor to customer or client

Make self available to customers

Ractor 5. self focus/impression management (coefficient alpha: 0.74)

5

17
38
89

Present myself in an assured, forceful, impressive and unhesitating
manner

Show a sense of humor and perspective about myself

Have “presence” (i.e. stand out in a group)

Show stamina and resilience

Note: EQ (total scale): coefficient alpha: 0.95

Factor
loading

0.72

0.62
0.89
0.89
0.63
0.65

0.39
0.72
0.70
0.55





Table IIb.Results of factor analysis and reliability estimates for emotional intelligence scale
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Factor 1
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Table III.Analysis of variance results
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Gender
Male
Female

Marital
status

Single

Married

Greek
None
Member

Sports
None
Member

Clubs
None
Member

Country

USA

Other

Other
organizations

None

Member

Honorary
organization
None
Member

Notes:

Factor 1

55.8 (3.9)
555 (82)

55.4 (8.6)
56.3 (7.9)

550 (89),
574 (68)

549 (82)
59.3 (0.3)"

55.8 (8.7)
55.7 (8.1)

56.0 (7.6)
53.3 (11.3)

55.2 (8.5)
56.7 (8.3)

555 (84)
562 (9.2)

Factor 2

535 (89)
538 (7.1)

53.7 (8.0)
53.0 (7.6)

530 (84)
55.8 (5.6)

531 (7.7)
55.1 (8.4)

53.3 (7.6)
544 (8.2)

541(71)
525 (102)

534 (81),
546 (7.5)

536 (7.8)
53.9 89)

Factor 3

506 (68),
530 (48)

518 (5.7)
53.0 (7.3)

Factor 4

235 (4.9)
241 (46)

23.7 (49)
249 (3.0)

236 (50),
248 (36)

236 (4.7),
246 (48)

23.7 (49)
242 (4.4)

241 (45),
23.0 (5.4)

236 (50),,
248 (38)

24.0 (46)
231 (5.2)

Factor 5

16.1 2.9)
162 (2.2)

162 (2.5)
159 2.5)

165 21)
15.1(3.1)

161 2.5
164 2.5)

16.0 (2.5)
166 (2.4)

EQ

207 (28)
210 (23)

208 (26)
212 (1.9)

207 2

209 (24)
209 (31)

"p <01 p <005 ™ p < 000l All figures are means with the SD in parentheses





Table IV.Results of t-tests for total sample
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Table V.Results of t-tests for domestic sample
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Table VI.Results of t-tests for international sample
References
Brannick, M.T (1995), "Critical comments on applying covariance structure modeling", Journal of Organizational Behavior, Vol. 16 pp.201-14. 
[Manual request] [Infotrieve]
Cooper, R.K, Sawaf, A (1997), Executive EQ: Emotional Intelligence in Leadership and Organizations, Grosset/Putname, New York, NY, . 
[Manual request] [Infotrieve]
Fenigstein, A, Scheier, M.F, Buss, A.H (1975), "Public and private self-consciousness: assessment and theory", Journal of Consulting and Clinical Psychology, Vol. 43 pp.522-7. 
[Manual request] [Infotrieve]
Frankl, V.E (1992), Man’s Search for Meaning: An Introduction to Logotherapy, 4th ed, Beacon Press, Boston, MA, . 
[Manual request] [Infotrieve]
Gardner, H. (1983), Frames of Mind, Basic Books, New York, NY, . 
[Manual request] [Infotrieve]
Gates, G (1995), "A review of literature on leadership and emotional: exposing theory, posing questions, and forwarding an agenda", The Journal of Leadership Studies, Vol. 2 pp.98-110. 
[Manual request] [Infotrieve]
Gayer, H, Ridenour, T., Rothlisberg, B.A (1994), "The ABC’s of persistence: suggestions for teachers to improve student’s effort on academic tasks", The 26th Annual Convention of the National Association of School Psychologists, Seattle, WA, . 
[Manual request] [Infotrieve]
Goleman, D (1995), Emotional Intelligence, Bantam, New York, NY., . 
[Manual request] [Infotrieve]
Goleman, D (1998), Working with Emotional Intelligence, Bantam, New York, NY., . 
[Manual request] [Infotrieve]
Hinkin, T.R (1992), "Guidelines for scale development for the study of behavior in organizations", Society for Industrial and Organizational Psychology, . 
[Manual request] [Infotrieve]
Hinkin, T.R, Schriesheim C.A (1989), "Development and application of new scales to measure the French and Raven (1959) bases of social power", Journal of Applied Psychology, Vol. 74 pp.561-7. 
[Manual request] [Infotrieve]
Kelloway, K.E. (1995), "Structural equation modeling in perspective", Journal of Organizational Behavior, Vol. 16 pp.215-24. 
[Manual request] [Infotrieve]
Mayer, J.D, Geher, G (1996), "Emotional intelligence and the identification of emotion", Intelligence, Vol. 22 pp.89-113. 
[Manual request] [Infotrieve]
Mayer, J.D, Salovey, P. (1993), "The intelligence of emotional intelligence", Intelligence, Vol. 17 pp.433-42. 
[Manual request] [Infotrieve]
Mayer, J.D, Salovey, P. (1995), "Emotional intelligence and the construction and regulation of feelings", Applied and Preventive Psychology, Vol. 4 pp.197-208. 
[Manual request] [Infotrieve]
Mayer, J.D, Salovey, P (1997), "What is emotional intelligence?", in Salovey, P, Sluyter, D (Eds),Emotional Development, Emotional Literacy, and Emotional Intelligence, Basic Books, New York, NY, . 
[Manual request] [Infotrieve]
Megerian, L.E, Sosik, J.J (1996), "An affair of the heart: emotional intelligence and transformational leadership", Journal of Leadership Studies, Vol. 3 pp.31-48. 
[Manual request] [Infotrieve]
Nunnally, J.C (1976), Psychometric Theory, 2nd ed, McGraw-Hill, New York, NY, . 
[Manual request] [Infotrieve]
Salovey, P, Mayer, J.D (1990), "Emotional intelligence", Imagination, Cognition and Personality, Vol. 9 pp.185-211. 
[Manual request] [Infotrieve]
Salovey, P., Sluyter, D.J. (1997), Emotional Development and Emotional Intelligence: Educational Implications, Basic Books, New York, NY, . 
[Manual request] [Infotrieve]
Seligman, M.P (1990), Learned Optimism, Pocket Books, New York, NY, . 
[Manual request] [Infotrieve]
Sosik, J.J, Megerian, L.E (1999), "Understanding leader emotional intelligence and performance: the role of self-other agreement on transformational leadership perceptions", Group & Organization Management, Vol. 24 pp.367-90.. 
[Manual request] [Infotrieve]
Sternberg, R.J. (1996), Successful Intelligence: How Practical and Creative Intelligence Determine Success in Life, Simon & Schuster, New York, NY, . 
[Manual request] [Infotrieve]
Wright, T.A, Staw, B.M (1999), "Affect and favorable work outcomes: two longitudinal tests of the happy-productive worker thesis", Journal of Organizational Behavior, Vol. 20 pp.1-23. 
[Manual request] [Infotrieve]
Wright, T.A, Bonett, D.G., Sweeney, D.A (1993), "Mental health and work performance: results of a longitudinal field study", Journal of Occupational and Organizational Psychology, Vol. 66 pp.277-84.

