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The role of emotional intelligence in performance: pilot studies with managers, citizens 

and university students  
 
 
Abstract 
 
The study summarises three empirical emotional intelligence research studies that have been 
carried out recently among university students, citizens and managers to explore relations 
with task and contextual performance. All three studies found emotional intelligence as a 
trigger for high task and/or contextual performance and two studies showed gender and age 
differences. The studies indicate that self-control of emotional intelligence factors including 
emotional regulation, low impulsiveness and stress management, were the key traits in 
achieving present and potential high performance, as measured by the study. 
 
The study uses a quantitative approach to measure emotional intelligence. The Trait 
Emotional Intelligence Questionnaire (TEIQue) has an international recognition, strong 
reliability and validity (the British Psychological Society evaluated it as an excellent 
instrument). It has also been translated and validated in Hungarian. 
 
There are key values from the three empirical research studies. These types of research have 
not previously been carried out in Hungary. No previous evidence has been found of a valid 
and reliable trait emotional intelligence instrument being used to indicate which factorial 
elements within emotional intelligence trigger performance and discretionary work. One of 
the original contributions of the paper is that present and potential performance has not been 
previously studied and reported, as far as the authors are aware. The findings provide the basis 
of ongoing PhD research in the hotel industry with functional managers, where these 
outcomes will be further contrasted and examined.  
 
Keywords: emotional intelligence, task and contextual performance 
 
Introduction  
Many companies realise the importance to them of particular human characteristics and 
behaviour and from the selection process onward, they invest money to develop the job-
specific competences of their employees, to achieve high performance. Sometimes however 
they may do this in vain, through focusing on developing competences that are rather traits 
and not abilities. Emotional intelligence is one such group of competences which can 
influence performance, group dynamics and knowledge sharing. The ongoing research 
focuses on the study of hotel functional managers’ emotional intelligence in relation to their 
task and conceptual performance. Data analyses are still in progress. The present paper aims 
to summarise the three pilot studies carried out in different fields as a process of validation of 
a trait emotional intelligence measurement: with university students of economics; the citizens 
of the same town; and with head and line managers of an IT department within an info-
communication company in Hungary.  
 
Research agenda 
 
The study aims to find answers to the following research questions: 
 



1. What traits within the emotional intelligence factors have the strongest relation to task and 
contextual performance? 
2. Which emotional intelligence traits are characterised by mainly men and which mainly by 
women? 
3. Is there a difference between the emotional intelligence level of members and non-
members of civil organisations? 
4. Is there a relationship between emotional intelligence and level of education? 
5. What is the relationship between managers’ emotional intelligence level present and 
potential future performance? 
 
Based on the previous literature and experimental studies it has been assumed that there is a 
strong relation between emotional intelligence and performance. Also from previous studies, 
difference is expected to be found between the two genders, with women having a higher 
empathy level while men score higher on self-control. Emotional intelligence is also 
presupposed to show a relationship to the level of education achieved. It is also expected that 
people with higher emotional intelligence are more willing to be involved in discretionary 
work and to be members of public organisations. Finally, managers with high emotional 
intelligence are hypothesised to achieve higher performance in a shorter period of time than 
those with average or low emotional intelligence.    
 
Literature review 
 
Performance and performance measurement 
 
The concept of measuring performance dates back to the early days of the twentieth century, 
when Frederick Taylor’s (1911) ‘scientific management’ advanced the idea that work can be 
measured, analysed, and controlled.  Any complex task can be viewed as an assembly of 
simple tasks that are easy to standardise, and that enable measurement of actual performance 
against prescribed, standardised performance targets or expectations (Kaplan 1990). 
Thus, performance can be defined variously, for example as measuring individuals’ actual 
performance against objectives and responsibilities (Neale 1991) or as measuring the 
efficiency and effectiveness of an activity, where efficiency corresponds to organisational 
aims and customer demands and effectiveness represents the utilisation of resources to reach 
set aims (Neely, Gregory, and Platts 1995, Walters 1995).  According to Ingram (1996), 
performance refers either to a successful outcome or to the way business is conducted, and 
managers have to consider both. In addition, employees’ performances in supplying goods 
and / or services may also be rated by customers.  Gallwey (1974) defined performance 
simply as opportunities minus obstacles, with opportunities realised only if internal and 
external conditions were favourable.  Aguinis (2009) argued that performance is not the direct 
or indirect outcomes of employees’ endeavours, but what employees do and how they behave. 
He argued that performance is a multiple of declarative knowledge (facts, principles, and 
goals), procedural knowledge (cognitive, psychomotor, physical, and interpersonal skills) and 
motivation (choice to perform, level of effort, and persistence of effort).  According to 
Boyatzis (1982), effective performance has three interlinked elements: individual 
competencies, job demand and organisational environment.  These various definitions of 
performance differ from one another, but also overlap. They indicate that performance can be 
managed and measured, both individually and collectively (at both unit/team level and 
organisational level). 
Measuring performance can be a means of managing performance (Halachmi 2005).  It is a 
good indicator of an organisation’s current position and of its likely trajectory (Armstrong and 



Baron 2011). In the aftermath of the global economic crisis of 2008, human resources 
performance re-emerged as the focus of performance measurement, both at individual level 
and at functional level (see, for example, Murphy and Murrmann 2009; Zigan and Zeglat 
2010). 
 
Task and contextual performance 
 
Among the factors influencing performance (work environment, human resources practices, 
organisational culture, etc.), employee behaviour is seen as one of the most dominant 
(Kusluvan 2003).  However, understanding performance requires the understanding of the 
multidimensional aspect of performance, where two of the dimensions are particularly 
prominent, task and context (Borman et al. 2001). This is referred to as prosocial behaviour 
(Penner et al. 2005) and organisational citizenship behaviour (Netemeyer et al. 1997). 
This approach to performance can be traced back to Fox’s (1974) categorisation of work 
roles. He distinguished between task range (tasks that can vary from specific to diffuse) and 
discretionary content.  Furthermore, Fox argued that all jobs contain both elements, but that 
the discretionary elements come from within the individual and are self-controlled. They 
cannot be controlled externally.   
Borman (2004) warned that task and contextual behaviour need to be regarded separately. 
Individuals may accomplish tasks highly satisfactorily even when their contextual 
performance is unsatisfactory.  Griffin, Neal, and Neale (2000) also argued that task and 
contextual performance should be distinguished. They also claimed that individuals’ 
understanding of situations allows them to connect to and benefit from contextual behaviour, 
which in turn contributes to unit and organisational effectiveness.  Table 1 summarises the 
characteristics of both dimensions. 
 

Table 1: Main characteristics of task and contextual performance (adapted from 
Aguinis, 2009) 

 
Task Performance Contextual Performance 

 
activities that transform raw materials into 
goods and services 

persisting with enthusiasm and exerting extra 
effort to complete tasks successfully (being 
punctual, for example) 

activities that help distributing finished 
products; services planning 

carrying out tasks that are not formally part of 
their job (making constructive suggestions, for 
example) 

activities that help planning, coordination, 
and supervision 

helping and cooperating with others 

activities that enable organisations to 
function effectively and efficiently 

following organisational rules and procedures; 
endorsing, supporting, and defending 
organisational objectives (organisational 
loyalty, for example) 

 
Task performance is primarily determined by abilities and skills, whilst contextual 
performance is influenced by personality (Arvey and Murphy 1998).  In addition, task 
performance varies across jobs and is likely to be role prescribed, whereas contextual 
performance is quite similar across jobs and is not likely to be role prescribed (Aguinis, 
2009).  Organ (1997) named five types of organisational citizenship behaviours as contextual 
performance indicators. These have been widely acknowledged and used and are: altruism 



(helping co-workers); courtesy (treating co-workers with respect and preventing conflicts); 
sportsmanship (sustaining a positive attitude by not complaining about insignificant issues); 
civic virtue (maintaining an interest in and responding to the strategic life of the organisation); 
and conscientiousness (complying with organisational rules and requirements andjob 
dedication). 
In summary, performance is influenced by personality traits, personal abilities, and individual 
behaviours, as well as by internal and external environments.   
 
Emotional Intelligence 
 
Emotional intelligence and its relation to work outcomes and performance have been studied 
from different perspectives.  The popularity of emotional intelligence stems from research 
confirming that job performance predictions based on intelligence quotient (IQ) alone are 
only 10–30 per cent accurate, whilst the additional consideration of emotional intelligence 
takes accuracy above 30 per cent (Jensen 1998).  Emotional intelligence is a key competence 
to business success (Kaufmann, Lashley, and Schreier 2009). 
Goleman’s (1996) work on emotional intelligence hit a sensitive and thought provoking area 
that slowly but firmly has influenced many economies since.  The human factor is always of 
importance in business.  However, its extreme influence on sustainable competitive advantage 
was only realised in the late 1990s, when research showed significant evidence of positive 
correlations between emotional intelligence and: performance (George 2000 and Lopes et al. 
2006), customer satisfaction (Hochschild 1983), and individual and organisational success ( 
Zeidner, Matthews, and Roberts 2004, Furnham 2008, Blanchard et al. 2010).  However, 
emotional intelligence research, prior to the twenty-first century, is argued to have been based 
on anecdotal case descriptions rather than scientific measurements (Dulewicz and Higgs 
2000).  Nevertheless, researchers found partners in competitive organisations where managers 
believed knowing and managing feelings, was a worthwhile tangible asset (Hill 2010). 
The origins of emotional intelligence can be traced back to Thorndike’s (1920) concept of 
social intelligence defined as the ability to understand and manage individuals and take 
sensible actions in human relations.  Nearly forty years later, Eysenck (1958: 175) questioned 
whether personality could be measured and said ‘the answer depends on what we mean by 
personality, what we mean by measurement, and, indeed, one might even maintain that it 
depends on the meaning of the term “can”’.  The contemporary forms of emotional 
intelligence only appeared in the late 1980s / early 1990s, when various terminology emerged 
(Payne 1989,Goleman 1996, Cooper and Sawaf 1997,Petrides and Furnham 2001, Bar-On 
2006).  Salovey and Mayer (1990) were the first to define emotional intelligence as such.  
Their initial definition of emotional intelligence as ‘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 action’(1990:189) was later modified to ‘the ability to perceive 
emotion, integrate emotion to facilitate thought, understand emotions and to regulate 
emotions to promote personal growth’ (Mayer and Salovey 1997: 10).  Bar-On (2000; 2006) 
combined previous approaches and used the concept of emotional-social intelligence to define 
skills, competencies, and facilitators and verify human behaviour.  Emotional intelligence also 
connects numerous fields of psychology such as human cognitive abilities, self- regulation 
theory, and neuroscience of emotion (Zeidner, Matthews, and Roberts 2004). 
At the turn of the twenty-first century, to clarify the various theoretical distinctions, Petrides 
and Furnham (2001) examined emotional intelligence theories and measurements.  According 
to Pérez-González, Petrides, and Furnham (2005), there is a clear conceptual distinction 
between ability emotional intelligence (or cognitive-emotional ability) and trait emotional 
intelligence (or emotional self-efficacy).  The former concerns emotion-related cognitive 



abilities and is measured with the aid of maximum-performance tests.  The latter concerns 
emotion-related behavioural characteristics, and is measured with the aid of self-reports 
(Petrides 2009).  ‘Trait emotional intelligence is a distinct, compound trait located at the 
lower levels of personality hierarchies’ (Petrides, Pérez-González, and Furnham 2007: 26).  
In other words, trait emotional intelligence is a collection of emotion-related self-
perceptions—an individual’s confidence in her or his capability to perform various tasks 
which, according to Mikolajczak et al. (2007), correlates negatively with the individual’s IQ. 
The distinction between trait and ability emotional intelligence is determined by the research 
methods employed in measuring emotional intelligence (Petrides 2010).  Mayer, Salovey, and 
Caruso (2000) argued that the distinction is not between ability and trait emotional 
intelligence, but between ability and mixed emotional intelligence, whereby mixed emotional 
intelligence refers to mixed abilities and personal traits, including situational, motivational, 
and dispositional variables (MacCann et al. 2004).  However, mixed emotional intelligence 
theorists seem to disregard any potential concerns over emotional intelligence measurement.  
Furnham (2001) highlighted this weakness and claimed that cognitive abilities cannot be 
measured successfully by self-reporting. 
 
The effect of emotional intelligence on performance 

 
The relationship between emotional intelligence and work-related performance started to be 
investigated in the early 1980s, when several projects were carried out in the manufacturing 
sector to examine the non-financial, human factors influencing work outcomes.  An early 
study did not investigate emotional intelligence as such, but it did investigate personality 
traits.  Its focus was on the relationship between stress, optimism and financial outcomes, 
such as productivity (Boyatzis 1982; Lusch and Serpkenci 1990; Seligman 1990).  With the 
appearance of the concept of emotional intelligence (Salovey and Mayer 1990), studies started 
to investigate personality in further depth.  For example, Spencer and Spencer’s (1993) 
experimental study investigated the differences between the L’Oréal sales agents selected the 
‘usual’ way and those selected on the basis of certain emotional intelligence competencies.  
The study showed that sales agents selected for emotional intelligence competencies sold 
more than sales agents selected the ‘usual’ way and their turnover during the first year of 
employment was 63 per cent higher.  Studies by McClelland (1998) and Goleman (1998) 
obtained similar results.  Goleman (1998), for example, found that employees hired on an 
emotional intelligence basis were 90 per cent more likely to complete their on-the-job 
training.  In other research, Spencer, McClelland, and Kelner (1997) examined 300 top 
executives from 50 international companies and identified six emotional competencies that 
distinguished star managers from the rest: influence, team leadership, organisational 
awareness, self-confidence, achievement-driven attitude, and leadership style. 
In the twenty-first century, empirical studies of the relationship between emotional 
intelligence and work, outcomes focus increasingly on methodology.  Which test should be 
applied became an important issue for researchers, who developed and tried out their own 
tests to collect data for validation. Spencer and Spencer (1993) used Emotional Intelligence 
Competencies (EIC); Dulewicz and Higgs (2004) used the Emotional Intelligence 
Questionnaire (EIQ); Rosete and Ciarrochi (2005), Carmeli and Josman (2006), and Kerr et 
al. (2006) used SEIS; Groves, McEnrue, and Shen (2008) used MSCEIT; and Sánchez-Ruiz, 
Pérez-González, and Petrides (2010) used TEIQue.  These and other studies (such as 
Ashkanasy and Dasborough 2003) investigated managers and university students (as future 
managers) and found that, for both generations, the levels of emotional intelligence showed a 
relationship between individual and organisational performance.  Research by Wolf, 
Pescosolido, and Druskat (2002) found that empathy was related to selection for leadership 



positions within self-aware teams—a possible indication that team members’ emotional 
intelligence levels also influence decision-making.  Self-management, creativity, positive 
personality and the ability to develop cohesive and supportive relationships with people were 
also found to influence performance.  George (2000) stated that emotional intelligence was a 
key factor both in private life, where it enables individuals to be socially effective and at 
work, where emotionally intelligent managers have effective social interactions with both 
colleagues and customers. 
Managing people is an emotional process in itself and managers may benefit from recognising 
employees’ emotional state and intervening accordingly for efficient performance.  After 
studying 117 public service executive managers, Rosete and Ciarrochi (2005) found that 
excellent business performance was linked with managers with high emotional intelligence 
and specific characteristics such as high openness.  Furthermore, such managers could 
manage emotions better than others. 
 
 
Research instrument and data collection 
 
The Trait Emotional Intelligence Questionnaire (TEIQue) was selected in these studies based 
on its psychological theory and nearly ten years of applied research. Development of the long 
form (153 items) for the adult test (TEIQue 1.5) started in 1998 and underwent several 
revisions before it was finalised in 2001.   
The model covers fifteen facets, within four factors (well-being, self-control, emotionality, 
and sociability) plus one (containing two auxiliary facets, self motivation and adaptability) 
(see Figure 1). Each item of the questionnaire belongs to one factor only.  The positive and 
negative items counterbalance one another within the fifteen facets, as well as within the four 
factors. These add up to the Global TEIQue scores.  The scoring is at factorial level as well as 
producing the global emotional intelligence scores that fall into low, average and high 
emotional intelligence categories (Petrides, 2009). 
In the study, performance was measured in the following ways. In the university students’ 
survey, study task performance was measured using Grade Point Average of academic 
achievement, whilst contextual performance was measured by extra effort/curricular activity 
such as taking part at conferences and competitions, winning scholarships, volunteering and 
membership of a student association. Within the citizens’ survey, task performance was not 
measured due to its diverse nature, however contextual performance was interpreted as extra 
effort towards the local community and was measured by active membership of any civic 
organisation. At the info-communication company, the head of department provided 
individual, annual performance assessments (task and contextual together, before the EQ test 
was taken by managers) and the managers’ assumed future performance.  
All three studies included demographic data such as gender, age and education to allow for 
the exploration of these potential sources of differences. 
 
Pilot studies  
 
In the following section the collective pilot studies illustrate three different research where the 
similarity is the application of the trait emotional intelligence test and the exploration of the 
relationship between emotional intelligence (and its factors) and performance (task and/or 
contextual). Each emotional intelligence factors (well-being, sociability, emotionality and 
self-control) has a literature behind. Furthermore each pilot study was presented at different 
conferences and has a separate research paper. These papers and literature review are part of 



the ongoing PhD dissertation and available from the authors on request when it is finished. 
The aim of the pilots is to give a snapshot of each detailed report and analyses. 
 
Pilot 1 
 
University students of economics 
 
This study aims to answer the following research questions determined previously: 
 
1. What traits within the emotional intelligence factors have the strongest relation to task 
and contextual performance? 
 
 2: Which emotional intelligence traits are characterised by mainly men and which mainly 
by women? 
 
The average factors and indicators of the University of Pannonia and the Budapest Business 
School students’ emotional intelligence are presented in Figure 1. 624 university students 
responded to the questionnaire, out of which 541 were completed and could be analysed. 
Students’ happiness, relationships, empathy and managing other’s emotion averages were 
higher than the average for the test, while emotion regulation, stress management and 
adaptability were lower than average. Regarding the four factors, self-control was the lowest, 
whilst the averages of sociability, emotionality and well-being were all at the average level for 
the test. The global EI was 4.89 which placed it within the average scope (between 4.6 and 
5.3). 
 

Figure 1: Students’ emotional intelligence indicators and factors average 
 



 
 
The TEIQue global emotional intelligence showed a positive correlation between academic 
task performance and contextual performance of the students. Looking at the factorial level 
task performance, a positive correlation with well-being was shown, whilst contextual 
performance (active participation in academic competition and/or conferences; exchange 
programmes) showed a positive correlation with self-control and well-being. 
Contextual performance (measured by extra effort such as taking part in exchange 
programmes, academic competition and/or conferences) showed higher scores on adaptability, 
optimism, happiness, self-motivation, self-esteem, stress management and regulation of 
emotions.  
Regarding gender, the following differences were identified: women’s emotionality factor and 
men’s sociability and self-control factors fell into the high emotional intelligence category. 
Table 2.summarises the indicators with significantly between the two genders. 
 

Table 2: Gender TEIQue indicators distribution 
 

          Women          Men 
empathy assertiveness 
emotion expression stress management 
happiness emotional regulation 
relationships social awareness 

 
These students will become the future leaders in Hungarian companies. Although their global 
emotional intelligence level was average, if social and economic interest is to have people 



with more balanced minds (as measured by TEIQue), the findings suggested that self-control, 
stress management and adaptability may be appropriate focii for development. 
 
Pilot 2  
 
Citizens1 
 
This study aims to answer the following to research questions determined previously: 
 
2. Which emotional intelligence traits are characterised by mainly men and which mainly 
by women? 
3. Is there a difference between the emotional intelligence level of members and non-
members of civil organisations? 
4. Is there a relationship between emotional intelligence and level of education? 
 
747 inhabitants of the Hungarian city of Veszprém, (where part of the student emotional 
intelligence study was completed) were surveyed. Of these surveys, 725 could be analysed. 
65% of the respondents were female and 35%, male, mostly between the ages of 26 and 64 
years.  
The level of education revealed from this sample suggested the local settlement deserved the 
title of ‘university city’ as more than 45% of the respondents had university degrees. About 
73% of the respondents had lived in this town for more than 10 years and nearly 15%, 
between 4-10 years. 
The emotional intelligence scores indicated that citizens’ global EI scores fell into the average 
category. At factorial level however, emotionality and well-being mean scores were found to 
be in the high emotional intelligence range.  
Men’s and women’s global scores were similar and fell into the average level. The main 
differences were at factorial level. Women scored significantly higher than men in 
emotionality, indicating that females reported higher empathy levels. According to Petrides 
(2009) this means they can understand other peoples’ needs and desires and therefore be more 
skilful in conversations and negotiations because they take others’ viewpoint into account. 
Furthermore, women scored high in relationships. These are about starting and maintaining 
emotional bonds which positively affect well-being and productivity. Women scored higher 
on emotional perception and emotional expressions. Women’s well-being scores were also 
higher than men’s. They scored higher on optimism and on self esteem. On the other hand, 
men scored higher in self-control. This suggests control of emotions and feelings and men 
also scored higher on emotional regulation. The results suggested more thinking before action 
and decision making by the male participants (low impulsiveness) and they also scored higher 
on stress management. 
One of the potentially most interesting outcomes of the research was the difference between 
the emotional intelligence levels of members of civic organisations and non-members. 120 out 
of the 725 respondents indicated being a member of one or more of the local civic 
associations. Membership was taken to indicate extra effort, one of the facets of contextual 
performance as it has been indicated in previous studies.  
The levels of emotional intelligence of civic organisation members were contrasted to the 120 
who are not members. Members scored higher not just globally but at factorial level. 
Emotionality, sociability and well-being factors showed significantly higher scores amongst 
those with civic membership. One explanation might be that these individuals still feel active 
and knowledgeable when together as members.  

1 This research received the Best PhD Paper Award at Makelern 2013 Conference at Zadar 
                                                           



Since global emotional intelligence showed a relationship with civic membership it could 
have been expected that correlation analysis might have identified gender differences. Based 
on previous studies using TEIQue it might have been expected that women with high 
emotionality (especially with high empathy) would show a positive correlation with civic 
membership. In fact, membership had significant correlation with well-being and emotionality 
amongst men but not within women. 
The research revealed a strong positive correlation between emotional intelligence and level 
of education. Women’s education level showed a positive correlation with all emotional 
intelligence factors except self-control which in the study only increased with age. This could 
imply that self-control is a trait for women which takes time to develop. On the other hand, 
men’s educational level demonstrated strong positive correlation only with emotional 
intelligence self control and sociability factors. This might suggest that for men self-control 
and within sociability, emotion management, assertiveness and social awareness can be 
acquired by education. 
 
Pilot 3 
 
Head and line managers of IT department of an info-communication company 
 
This study aims to answer the following research question determined previously: 
 
5. What is the relationship between managers’ emotional intelligence level present and 
potential future performance? 
 
With the head of department 29 employees worked together as a team. Out of the 29 
managers 27 questionnaires were returned completed (26 managers and the head of 
department).  The majority of the managers were between 25-35 year old, well qualified (all 
with BSc or MSc degrees) and could speak more than one language. The role of the managers 
was to direct and coordinate the work of 200 employees. The company used its own 
performance measurement, according to which employees’ performance fell into three 
categories: high, stable and low. Similarly managers’ potential individual performance 
improvement was defined by the head of department. The future performance was predicted 
according to present task performance and whether managers were judged to have the 
competencies to complete a complex task well in the future. There were two categories: a 
manager was capable of achieving high performance in a short time (within 3 months), or a 
manager needed a longer time (more than 3 months) to achieve high performance. It is 
important to emphasise that task and contextual performance indicators were not separately 
measured but taken as one indicator which was rather skewed towards considering task 
performance.  The performance data had been available before managers filled in the EQ 
questionnaire. There was missing information on performance as managers who had been less 
than 6 months at a company had not had any performance assessment at that time.  The final 
analysable data to compare emotional intelligence and performance came from 22 
respondents (21 managers and the head of department), out of which 3 were women and 18 
were men (and the head of department was a man).  
The emotional intelligence mean of the management team was 5.51 which sits in the high 
emotional intelligence category. As shown in Figure 2, the well-being factors had the highest 
mean at 5.93. Emotionality factors were also high with a mean of 5.42. The mean sociability 
factor fell into the average category at 5.14 and the self-control factor, which in the previous 
studies were seen to be low, was 5.02 mean putting it into the average emotional intelligence 
category.  



Taking performance into consideration there was an interesting result which had not been 
expected considering the outcomes of the previous studies. There was a reverse relationship 
between emotionality (as opposed to emotional intelligence) and performance. The higher the 
managers’ performance, the lower their emotionality factor was (including empathy, 
relationship, emotional perception and emotional expression). Also the result showed that the 
higher a manager’s performance was, the higher would be his/her self-control (including 
emotional regulation, low impulsiveness and stress management). The head of department had 
the highest global emotional intelligence score however, managers’ global intelligence scores 
were similar in the three performance categories (very high, stable, low). Differences were 
found on the factorial level as Figure 2 exhibits.  
 

Figure2: Comparing managers’ emotional intelligence level with their performance 
  

 
 
Furthermore, the study revealed that where the head of the department saw potential in 
performance and the manager was deemed capable of achieving high performance within 3 
months time, these members scored higher emotional intelligence levels than those for whom 
potential performance had been judged would take longer (more than 3 months). At factorial 
level similar results were observed with present performance results: those whose potential 
was judged would take a shorter time to achieve scored higher in self-control, sociability and 
well-being but not in emotionality. It would be interesting to explore the reason behind the 
result that the emotionality factor was the least influential element in (future) performance. In 
this study one of the reasons could perhaps be that 85% of the respondents were male and in 
the previous studies, men scored lower on emotionality than women. See Figure 3. 
Gender differences were not examined here due to the small sample size of the research. 
The main novelty of this study, besides comparing managers’ present performance with their 
levels of emotional intelligence, was the he emotional intelligence factors that indicated 
potential high performance in a short period of time. 
It has been claimed that the relationship between emotional intelligence and performance is 
like a “ping-pong effect” where high emotional intelligence (especially self-control) triggers 
performance and high performance further develops the emotional intelligence level. 
 
 
  
 
 



 
 
 
 

Figure 3: Managers’ emotional intelligence level and their potential performance 
 

 
 
 
Reflections 
 
All three studies confirmed previous research that emotional intelligence has a positive 
correlation with performance. The present studies however went further and examined which 
emotional intelligence factors and within which traits were the main performance influencing 
elements. Furthermore task and contextual aspects of individual performance was to some 
degree taken into consideration. 
The results relating to university students implied that both task and contextual performance 
showed positive correlation with emotional intelligence. The global emotional intelligence 
level of both genders was similar, however at factorial level they differed: female students’ 
emotionality level scored higher, whilst male students’ self-control and sociability levels 
scored higher. 
Regarding gender differences the second study with citizens  showed similar result with an 
additional fact that female citizens’ well-being level was significantly higher then men’s. 
Interestingly when comparing members of civic organisations with non-members, it was 
found just the opposite: members’ well-being and emotionality showed significant positive 
correlation among men but not among women. Additionally positive significant correlation 
was found between education levels and some emotional intelligence factors where again 
differences between genders were found. The factors of emotionality, well-being and 
sociability indicated relation with female’s educational level while self-control and sociability 
with men’s. Of relevance to future trainers and educators aiming to develop emotional 
intelligence, may be the need to consider not just which part of emotional intelligence can be 
developed but which traits need to be focused for male and female trainees.  
Due to the small sample size and also the inseparable data on task and contextual 
performance, the outcomes of the third study need to be considered with caution. However, 



the results supported the previous studies, that self-control was the most influential factor in 
performance.  
These pilot studies were part of ongoing PhD research that will examine hotel functional 
managers emotional intelligence compared to their managerial performances. Based on the 
research results presented above, there is an indication that the self-control factor may have a 
significant correlation with task performance and there may be differences between emotional 
intelligence levels according to age, gender, tenure and qualifications.  
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