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Summary This meta-analysis builds upon a previous meta-analysis by (1) including 65 per cent more
studies that have over twice the sample size to estimate the relationships between emotional
intelligence (EI) and job performance; (2) using more current meta-analytical studies for
estimates of relationships among personality variables and for cognitive ability and job
performance; (3) using the three-stream approach for classifying EI research; (4) performing
tests for differences among streams of EI research and their relationships with personality and
cognitive intelligence; (5) using latest statistical procedures such as dominance analysis; and
(6) testing for publication bias. We classified EI studies into three streams: (1) ability-based
models that use objective test items; (2) self-report or peer-report measures based on the four-
branch model of EI; and (3) “mixed models’ of emotional competencies. The three streams
have corrected correlations ranging from 0.24 to 0.30 with job performance. The three streams
correlated differently with cognitive ability and with neuroticism, extraversion, openness,
agreeableness, and conscientiousness. Streams 2 and 3 have the largest incremental validity
beyond cognitive ability and the Five Factor Model (FFM). Dominance analysis demonstrated
that all three streams of EI exhibited substantial relative importance in the presence of FFM
and intelligence when predicting job performance. Publication bias had negligible influence on
observed effect sizes. The results support the overall validity of EI. Copyright © 2010 John
Wiley & Sons, Ltd.
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Introduction

Emotional intelligence (EI) has received a substantial amount of attention in the Organizational
Behavior, Human Resources, and Management (OBHRM) literatures in recent years from those who
champion its use and others who are wary of its validity. There has also been considerable popular
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interest in EI, and books on EI have been best-sellers (Goleman, 1995; Goleman, Boyatzis, & McKee,
2002). Much of the upsurge in use is attributable to favorable reports of the predictive and construct
validity of EI (e.g., Ashkanasy & Daus, 2005; Brackett & Mayer, 2003; Brackett, Mayer, & Warner,
2004; Daus & Ashkanasy, 2005; Dulewicz & Higgs, 2000; Dulewicz, Higgs, & Slaski, 2003; Fox &
Spector, 2000; Law, Wong, & Song, 2004), and the resurgence of interest in personality research
(Hough & Ones, 2001; Judge, Bono, Ilies, & Gerhardt, 2002). Recent research highlights the
importance of EI as a predictor in important domains such as academic performance, job performance,
negotiation, leadership, emotional labor, trust, work—family conflict, and stress (Ashkanasy & Daus,
2002; Fulmer & Barry, 2004; Humphrey, 2002, 2006; Humphrey, Pollack, & Hawver, 2008; Jordan,
Ashkanasy, & Hartel, 2002). The major purpose of this meta-analysis is to extend these prior studies by
testing whether EI accounts for unique variance in predicting job performance above and beyond the
Five Factor Model (FFM) and cognitive ability.

Although a variety of concepts similar to EI have been proposed over the years (Ashkanasy & Daus,
2005), modern interest in EI began with Salovey and Mayer’s (1990) article defining EI. Later, Mayer
and Salovey (1997) revised their definition of EI into their four-branch model of EI. In order to meet
traditional definitions of ““intelligence,” Mayer, Salovey, and Caruso (2002) developed the Mayer—
Salovey—Caruso Emotional Intelligence Test (MSCEIT). This was followed by the MSCEIT V2.0,
which Mayer, Salovey, Caruso, and Sitarenios (2003: 99) described as a “141-item scale designed to
measure the following four branches (specific skills) of EI: (1) perceiving emotions, (2) using emotions
to facilitate thought, (3) understanding emotions, and (4) managing emotions.” However, a number of
other scholars and practitioners developed measures of EI that used self-report or peer ratings, and
some used broader definitions of emotional competencies that included measures of related personality
traits or skills. In their prior meta-analysis, Van Rooy and Viswesvaran (2004: 72) conceptualized EI as
“the set of abilities (verbal and nonverbal) that enable a person to generate, recognize, express,
understand, and evaluate their own, and others, emotions in order to guide thinking and action that
successfully cope with environmental demands and pressures.”

Some measures that recent validity studies have examined include the Bar-On Emotional Quotient
Inventory (EQ-i), Emotional Intelligence Scale (EIS, Schutte et al., 1998), Work Profile Questionnaire-
Emotional Intelligence Version (WPQ-EI, Cameron, 1999), and the MSCEIT V2.0 (Mayer, Caruso, &
Salovey, 1999; Mayer et al., 2003). Additional work is being conducted by Wong and Law (WLEIS,
2002) to validate a shortened 16-item measure of EI. In addition, Jordan, Ashkanasy, Hartel, and
Hooper (2002) developed the Workgroup Emotional Intelligence Profile (WEIP); in a series of studies
they demonstrated that the WEIP is distinguishable from a variety of personality scales, such as the 16
Personality Factors, the Revised Self-monitoring Scale, and the Personal Style Inventory. The work that
researchers such as Keele and Bell (2007), Van Rooy and Viswesvaran (2004), Law et al. (2004), and
Rode et al. (2007), have done on the construct validation of the EI concept will eventually enable the
field to reach a consensus, but much more work is still needed. Specifically, more research needs to be
conducted to assess the validity of ability-based measures of EI (e.g., MSCEIT V2.0) as compared to
self-report measures (e.g., WLEIS) or other methods of measuring EI. Thus, one of the major purposes
of this meta-analysis is to compare how these different methods of measuring and conceptualizing EI
predict job performance. To guide our analysis, and to compare these different methods, we organize
the empirical literature using the Ashkanasy and Daus (2005) categorization of the three streams of EI
research.

A second major purpose of this research is to investigate whether EI measures incrementally predict
job performance when measures of personality and cognitive intelligence are also included as
predictors. Personality measures such as the FFM have been shown to be excellent predictors of
important work-related variables, such as transformational and transactional leadership (Bono &
Judge, 2004), as well as leadership emergence and leader performance (Judge et al., 2002). The Five
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Factor personality variables may also be related to the performance of emotional tasks at work such as
performing emotional labor and emotional regulation (Bono & Vey, 2007). Meta-analysis has also
confirmed that cognitive ability is an important predictor of work-related outcomes such as leadership
(Judge, Colbert, & Ilies, 2004) and, to date, cognitive intelligence is the single best predictor of job
performance (Schmidt, Shaffer, & Oh, 2008).

Some researchers have questioned whether EI measures add incremental validity to more established
constructs such as the FFM of personality and general mental ability (GMA) (e.g., Conte, 2005; Landy,
2005; Locke, 2005; Newsome, Day, & Catano, 2000; Schulte, Ree, & Caretta, 2004, Van Rooy, Alonso,
& Viswesvaran, 2005). However, a number of studies have shown that EI does add incremental
predictive validity beyond GMA and the FFM with regards to a variety of issues such as individual
performance (Rode et al., 2007) and work—family conflict (Lenaghan, Buda, & Eisner, 2007).

Van Rooy and Viswesvaran (2004) conducted a meta-analysis to assess incremental validity and
arrived at mixed, but generally favorable, conclusions toward EI. As Van Rooy and Viswesvaran
observed, very few studies have been done on EI and job performance at the time of their data
gathering, so they included a wide variety of non-work outcomes in their meta-analysis, including lab
studies, academic outcomes (primarily GPAs), sports such as hockey and basketball, health outcomes,
and various other outcomes. Only 19 out of the 59 independent samples in their overall EI meta-
analysis were done in employment settings (these 19 samples included 28 per cent of the participants in
the 59 samples), thus the results of their meta-analysis are weighed heavily toward non-work settings
(see Table 1 in Van Rooy & Viswesvaran, 2004: 81). When they separated the employment samples
from the non-work ones, they found that EI predicted performance in work settings. However, because
of their small number of total studies, they combined the employment and non-employment studies
when examining EI’s relationship to cognitive intelligence and other personality factors, and when
examining the incremental validity of EI. Perhaps because of their smaller sample size, Van Rooy and
Viswesvaran (2004: 86) only examined the incremental validity of EI compared to each of the five
personality traits in the FFM one at a time, thus their meta-analysis did not examine whether EI predicts
performance over the entire set of FFM. Moreover, they did not examine whether EI shows incremental
validity when controlling for cognitive intelligence and the FFM simultaneously.

In addition, since Van Rooy and Viswesvaran (2004) gathered their data, EI researchers have
developed new scales to address the criticisms and shortcomings of the early measures, or refined their
preliminary ones. For example, their study includes the early EI scale developed by Mayer and Salovey
(1997), the MEIS, but not the improved and now commonly used MSCEIT scales (Mayer et al., 2002).
Likewise, researchers have also developed new self-report scales such as the WEIP (Jordan,
Ashkanasy, Hartel, & Hooper, 2002).

A more recent meta-analysis by Joseph and Newman (2010) tested the incremental validity of EI
measures to explain job performance over and above the Big Five personality measures and cognitive
ability. They classified EI measures into three categories: performance based, self-report ability
measures, and self-report mixed models. They found that all three types of EI measures demonstrated
incremental validity over and above the Big Five personality traits. In addition, all three have
incremental validity above cognitive ability. Only the two self-report EI measures have incremental
validity over and above both the Big Five Factors and cognitive ability. They concluded that for overall
job performance that performance-based measures of EI are redundant with personality and cognitive
ability. However, when they examined incremental validity for jobs high in emotional labor demands,
they found that all three types of EI measures have incremental validity over and above both personality
and cognitive ability. Joseph and Newman (2010) also tested for subgroup differences in EI and found
that performance-based ability tests showed a roughly one standard deviation (—0.99) difference that
favored Whites over Blacks. However, because of the small number of studies that reported race they
suggested that more studies need to be done on this before determining if adverse impact exists. The
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authors also developed a “‘cascading model” that related specific facets of EI and cognitive ability,
conscientiousness, and emotional stability to job performance.

Overall, the previous meta-analyses on the EI construct have been beneficial for the literature.
However, the present research builds upon extant research in six ways. First, we include a larger
number of studies to achieve more reliable point estimates of the incremental validity of EI for job
performance. Compared to the Joseph and Newman (2010) study, our data set includes 65 per cent more
studies that examine the relationship between EI and job performance, with an N that is over twice as
large. Although the Joseph and Newman study was recently published, it was based (according to a
footnote in their paper) on research that they presented at a 2007 conference, and with the tremendous
growth in the field of EI a substantial number of high quality studies have been published in the last few
years. And, as we illustrate in the results section, including these newer studies (which more often use
the latest scales available) substantially changes the estimates of incremental validity and the overall
relationship between EI and job performance.

Second, we use the latest published meta-analyses to obtain our estimates of other relationships such
as the relationships between cognitive intelligence and job performance. This is important because
these estimates are used to calculate the incremental validity of EI over personality and cognitive
intelligence. For example, the Joseph and Newman study used the Hunter and Hunter (1984) study to
estimate the relationship between cognitive intelligence and job performance, whereas we use the more
recent meta-analysis of this relationship done by Schmidt et al. (2008). Moreover, Joseph and Newman
use the Ones (1993) study to estimate the intercorrelations among the Big Five, whereas we use
more recent meta-analyses from Mount, Barrick, Scullen, and Rounds (2005). These more recent
meta-analyses have larger sample sizes and include studies with the latest available research
methodologies. The more recent study by Schmidt and colleagues gives a higher estimate of the
relationship between cognitive intelligence and job performance compared to Hunter and Hunter
(1984). Using the most current estimate is a more conservative approach that sets a higher bar for
demonstrating the incremental validity of EI measures. In order to prove the value of EI to cognitive
ability researchers, it is crucial that a meta-analysis pass this higher bar when demonstrating
incremental validity.

The third way in which the present research expands the literature is by using the Ashkanasy and Daus
(2005) theoretical model to examine the three main streams of El research (i.e., ability-based, self-reports
based on the ability models, mixed models). We review the literature that shows that there are important
theoretical distinctions among the three streams. Although Joseph and Newman (2010) examined three
types of EI measures that were similar in many ways to the three streams of El research in Ashkanasy and
Daus’s model, Joseph and Newman did not specifically draw upon the Ashkanasy and Daus theoretical
model. Moreover, they concluded that the self-report ability measures may not be any different from
mixed models on either theoretical or empirical grounds. In contrast, we draw explicitly upon the
Ashkanasy and Daus (2005) theoretical model to make important distinctions among the three streams.
We illustrate how each stream individually, as well as collectively, predicts job performance.

Fourth, Joseph and Newman (2010) conclude that there are little differences empirically between self-
report ability EI and self-report mixed EI in how they relate to personality variables; however, they do not
specifically test for these differences. In contrast, we explicitly test whether each stream has the same
correlations with the five personality factors and with cognitive ability. We found, with our larger and
more comprehensive data set, that there are important differences among the three streams as theorized.

The fifth way in which the present research expands the literature is via the use of a newer statistical
technique: dominance analysis. By using dominance analysis, which was first proposed by Johnson
(2000), we can gain better estimates of the relative importance of EI, cognitive ability, and the FFM in
the prediction of job performance. We expect that all three sets of variables will make substantively
important contributions to the explanation of job performance. Sixth, we use the latest techniques to
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test and correct for publication bias. The Joseph and Newman (2010) study did not use dominance
analysis or test for publication bias.

The present research proceeds as follows. In the following section, we describe, in detail, Ashkanasy
and Daus’s (2005) classification of the research on EI into three streams. Then, we examine the degree
to which EI measures should be positively or negatively related to GMA and various personality traits.
We argue that some measures of EI should be more closely related to specific personality traits than
others. We, then, discuss the reasons why all three types of EI measures should incrementally predict
job performance and summarize our literature review by presenting our hypotheses.

Three Streams of EI Research

Ashkanasy and Daus (2005: 441) reviewed the extant data on EI and classified the research into three
streams: ‘(1) a four-branch abilities test based on the model of EI defined in Mayer and Salovey (1997);
(2) self-report instruments based on the Mayer—Salovey model; and (3) commercially available tests
that go beyond the Mayer—Salovey definition.” The third stream of research is also known as the mixed
model because it includes traditional social skill measures as well as EI measures. Ashkanasy and Daus
(2005) argued that there are important theoretical and methodological reasons to distinguish among the
three streams. In particular, they argued that many of the criticisms directed at the field of EI research —
such as overlaps between EI measures and other personality traits — are inappropriately directed at all
three streams of research. They argued that these overlaps occur primarily within the third stream of
research (and also in the earliest versions of EI measures). Researchers in the third stream have
developed comprehensive measures such as the ECI and the Bar-On measures that included social
skills and abilities, whereas the researchers in the Mayer—Salovey tradition have developed more
narrow measures that focus on perceiving emotions, understanding emotions, and regulating emotions.
In particular, the ability-based measures were specifically developed to guard against charges of
excessive overlaps and redundancies with existing personality measures. Some overlap is, of course,
reasonable and could even be a sign of construct validity because EI should relate to personality
variables such as emotional stability. The problem would be if the correlations were high enough to
indicate that EI was measuring the same underlying traits as the FFM. Consequently, it is important to
test whether the three streams do, in fact, differ in their correlations with personality traits.
Although Ashkanasy and Daus (2005) think the mixed models may have conceptual overlaps with
other measures, they acknowledged that these measures may, in fact, do an excellent job predicting
performance. Cherniss (2010) also notes that mixed models may have greater predictability. As Jordan,
Dasborough, Daus, and Ashkanasy (2010) reason, these stream three measures include components of
personality, attitudes, and personal preferences, so it is natural that these broader measures capture
more variance. However, this broader nature makes it harder to understand how much of the explained
variance is due to EI and how much to the other components of the measures. The self-report stream 2
research based on Mayer and Salovey may also differ from the ability measures in important ways.
Even though Ashkanasy and Daus think highly of both stream 1 ability measures and stream 2 self-
report measures, they note that some emotions researchers strongly prefer self-report measures:

Ashton-James (2003), for example, while agreeing with the overall theoretical basis of emotional
intelligence (as in Ashkanasy et al., 2004), has criticized the abilities measures of emotional
intelligence on the basis that they can do no more than tap respondents’ semantic knowledge about
emotion. For Ashton-James, a true measure of emotional intelligence must place respondents in a
context where they can actually experience the emotions that they are asked to respond to. (p. 448)
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Researchers who use self-reports may better capture the emotions that employees are actually
feeling in the workplace. Because the FFM also uses self-report measures that ask respondents to
measure their actual behavior, it is possible that self-report measures (both streams 2 and 3) of EI would
correlate slightly (but significantly) more with these personality measures than would stream 1 ability
measures. Because stream 3 measures overlap both in their measurement method and in the content of
their questions, while stream 2 measures only overlap with regard to the use of self-reports, stream 3
measures should show higher relationships with personality factors than stream 2 measures. As Jordan
et al. (2010) argue, stream 3 measures, unlike stream 2, include measures of personality factors not
directly related to EI, so it is likely that these measures will overlap more with similar personality
measures.

The MSCEIT was also developed to meet criticisms that El is not intelligence as measured by right or
wrong answers, as in a traditional cognitive intelligence test. Consequently, the MSCEIT uses an
“objective” style test with right or wrong answers; the accuracy of the answers is determined by either
consensus judgments or expert judgments, with the two methods correlating highly with each other
(Mayer et al., 2003). Although this method of measuring EI may produce the purest measure of EI and
the least overlap with personality measures, it may correlate more with traditional cognitive measures.
A moderate correlation may also show construct validity and indicate that EI is a form of intelligence,
because various measures of intelligence (such as math and verbal skills) are usually positively
correlated. However, for this measure and the other measures of EI to be of any use they would need to
add incremental validity to job performance beyond measures of GMA and other personality measures.

Emotional Intelligence and Performance

Although there is considerable debate among the advocates of the three different streams of EI
research, there is good reason to believe that all three types of measures predict job performance. All
three streams of research measure at least part of the core concepts behind EI, and it is likely that the
ability to recognize emotions in one’s self and in others contributes to effective social interaction, as
does the ability to regulate one’s own emotions. Even in contexts that are normally highly cognitive in
nature, such as classrooms and colleges, EI may contribute to performance by helping with group tasks.
Offermann, Bailey, Vasilopoulos, Seal, and Sass (2004), for example, found that EI better predicted
performance on student teamwork projects and on ratings of leadership, whereas a cognitive ability
measure better predicted student performance on individual cognitive tasks like tests. Likewise, in an
assessment center study that gave participants the chance to work on cognitively complex or simple
tasks, Kellett, Humphrey, and Sleeth (2002, 2006) found that both cognitive and EI measures predicted
leadership emergence. The relative importance of EI and cognitive ability may depend on the cognitive
complexity of the job being performed (C6té & Miners, 2006). In almost all work settings, individuals
have to cooperate with others and do at least some group work tasks.

EI may be especially important in the service sector and in other jobs where employees interact with
customers. In a food service setting, Sy, Tram, and O’Hara (2006) directly related the EI of the leaders
to their ability to manage the job satisfaction of their subordinates. In a similar study, although not
directly on EI, Bono, Foldes, Vinson, and Muros (2007) found that transformational leaders helped
their employees remain in a positive mood while interacting with each other and with customers. It is
likely that leaders high on EI would be better at helping their employees maintain positive moods while
interacting with customers and performing emotional labor. Emotional labor occurs when employees
must alter their emotional expressions in order to meet the display rules of the organization (Ashforth &
Humphrey, 1993; Diefendorff, Croyle, & Gosserand, 2005; Hochschild, 1979; Pugh, 2001; Rafaeli &
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Sutton, 1990). The importance of emotional labor to job performance is even greater now that the
service sector of the economy has grown while the manufacturing sector has declined (Bono & Vey,
2007). Emotional labor may be stressful for some employees (Bono & Vey, 2005), especially those
lacking in autonomy (Grandey, Fisk, & Steiner, 2005), and the ability to regulate one’s emotions may
help employees cope with this stress.

The ability to recognize emotions in others may help one know when to perform emotional labor, just
as the ability to recognize one’s own emotions may help employees know when they need to pay
attention to altering their emotional expressions. Brotheridge (2006: 139) found “the key role of
emotional intelligence seemed to be as a predictor of the perceived situational demands, which, in turn,
predicted the nature of emotional labor that was performed.” She found that employees with high EI
were more likely to perceive displaying emotions as part of their job and to use deep acting. Joseph and
Newman (2010) meta-analysis found that EI was a better predictor of performance for jobs that
required emotional labor than for jobs overall.

Although emotional labor has been conceptualized primarily in terms of service work, leaders high
on EI may perform emotional labor in order to influence the moods, motivations, and performance of
their team members (Humphrey, 2008; Humphrey et al., 2008). Finally, the prior meta-analysis
performed by Van Rooy and Viswesvaran (2004) provides empirical support for the notion that EI
predicts performance, although this needs to be confirmed using the latest measures and studies while
controlling for personality and GMA. Our hypotheses are:

Hypothesis la: As a set, collectively, all three EI streams are significantly and positively correlated

with job performance.

Hypothesis 1b: Individually, each EI stream is significantly and positively correlated with job
performance.

Hypothesis 2: El is positively related to extraversion, openness, agreeableness, conscientiousness,
and cognitive ability and negatively related to neuroticism.

Hypothesis 3a: Stream 1 measures of EI are more strongly related to cognitive ability relative to
stream 2 and stream 3 measures.

Hypothesis 3b: Stream 1 measures will show the lowest relationships with personality measures,
stream 2 measures the next lowest, and stream 3 measures the highest relationships with personality

measures.

Hypothesis 4: In the presence of the FFM and cognitive ability, each EI stream exhibits incremental
validity and relative importance in predicting job performance.

Methods

Sample

A number of search techniques were employed in order to maximize the likelihood of identifying
empirical research related to EI and performance. We began by entering a variety of terms related to EI
into electronic databases (e.g., ABI Inform, PsycInfo, and Google Scholar). We used EI and various
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combinations of the following search terms: neuroticism, emotional stability, extraversion, openness,
agreeableness, conscientiousness, GMA, cognitive ability, intelligence, job performance, sales, and
supervisor rating. The combination of EI with these search terms identified over 900 citations.
Additionally, a manual search of the most relevant journals (e.g., Journal of Organizational Behavior,
Journal of Applied Psychology, Leadership Quarterly, Academy of Management Journal, Journal of
Management, and Personality and Individual Differences) helped to identify articles that did not appear
in the electronic searches. A legacy search, which involves ‘“‘back tracking™ an article by its references,
helped to identify still more articles that could potentially be included in the study. The final search
technique was to compare our results to those of prior EI meta-analyses (e.g., Van Rooy &
Viswesvaran, 2004; Van Rooy, Viswesvaran, & Pluta, 2005; Joseph & Newman, 2010). The overlap
was extensive; however, the previous meta-analyses did help to identify an additional 15 unpublished
dissertations, working papers, and conference presentations. In sum, we identified 1163 citations
relevant to the relation among EI, the FFM, cognitive ability, and job performance.

Inclusion criteria

We next created decision rules about which articles to include in the analysis. The first provision was
that articles needed to be empirical and quantitative. We have no stipulations on date of publication,
nationality of sample, or language. However, we did require either (1) a quantifiable performance
outcome (e.g., supervisor rating, sales performance) or (2) a correlate to general intelligence/FFM
(reported either in the article or by personal communication with the author). In operationalizing job
performance we only included individual level performance outcomes and with the exception of three
studies (Austin, Evans, Goldwater, & Potter, 2005; Carmeli, 2003; Wu & Stemler, 2008), all ratings
were either objective or rated by a supervisor, peer, or subordinate. With regard to the three self-report
performance ratings, all three studies used a stream 3 EI measure and to test if these studies skewed
results, we ran the analyses with and without their inclusion. For both the overall analysis (EI and job
performance) as well as the subset analyses (stream 3 EI and job performance) there were no changes in
statistical significance nor did any effect size change more than 0.001.

In addition, some form of EI measure had to be included as a variable. The measure had to be
explicitly designed to capture EI, so we did not include proxy measures (e.g., self-monitoring scales)
in our meta-analysis. The EI variable could be dichotomous (e.g., low El/high EI) or continuous
(e.g., scale score). A final criterion was that each effect size needed to reflect a unique sample. That is,
an article that used multiple measures of job performance on a single sample could only be entered
into the database once. When authors did report multiple performance outcomes we averaged the
correlates to obtain the effect size, a practice consistent with the guidelines provided by Hunter
and Schmidt (2004), and corrected the variance of the averaged effect size using equations put forth
by Borenstein, Hedges, Higgins, and Rothstein (2009). In the case where a study used multiple
samples, each sample could be included as a separate entry as long as it met the other inclusion
criteria. As explained above, we hypothesized that different streams of EI would vary in their
relation to job performance and personality and individual differences. In order to test these hypotheses
we coded the type of EI measure used (i.e., stream 1, 2, or 3), consistent with Ashkanasy and Daus
(2005).

The final sample consisted of 43 effect sizes relating EI to job performance and between 67
(intelligence) and 80 (neuroticism) effect sizes for the individual difference correlates. Sample sizes
ranged from 5795 for job performance to 17 088 for neuroticism. Table 1 gives the measures, type of
research stream, and type of job performance examined.
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Table 1. Measure used, stream classification, and performance outcome

Times measure
EI stream Measure used in literature Performance outcome assessed (number of times used)

1 MSCEIT - total 9 Peer ratings of performance (1); objective performance (1);
supervisor ratings of performance (4); follower ratings of
leader performance (2); 360 degree ratings of performance (1)

2 SREIT - total 1 Supervisor ratings of performance (1)

2 SUEIT - total EI 1 Supervisor ratings of performance (1)

2 WLEIS - total 5 Peer ratings of performance (1); supervisor ratings of
performance (2); 360 degree ratings of performance (1);
objective performance (1)

3 AES - total 1 Supervisor ratings of performance (1)

3 ECI - total 5 Peer ratings of performance (1); supervisor ratings of
performance (3); follower ratings of leader performance (1)

3 EI questionnaire 1 Supervisor ratings of performance (1)

3 EIS - total 1 Supervisor ratings of performance (1)

3 EQ-I - total 17 Objective performance (10); supervisor ratings of
performance (3); follower ratings of leader performance (1);
self-report ratings of performance (3)

3 GENOS 2 Objective performance (2)

Meta-analytic procedure

We employed a Hunter and Schmidt (2004) approach for this meta-analysis. We corrected for the
reliability of EI and the outcome and present both corrected and raw correlations in the results. If an
included study did not report the reliability, we used the average reliability of that particular scale or
construct. The reliability of supervisor ratings are a particularly divisive issue in meta-analysis and 16
of the 43 studies used supervisor ratings to assess job performance. Of these 16 studies, eight reported
the reliability (mean o =.80). We used this value as the reliability for studies that did not report the
reliability of job performance. Although the preponderance of included studies expressed the relation
as a correlation, two studies did report group differences (i.e., high EI vs. low EI, both used a 50/50
split). In these instances, we first calculated the Cohen’s d and then used Hunter and Schmidt’s (2004) d
to r transformation equation.

Results

Overall results of the El-job performance relation

Table 2 provides the results of the meta-analysis between EI and job performance as well as the
relations between each EI stream and job performance. These data supported Hypothesis 1a indicating
that the overall relation between EI and job performance is positive and significant (r.=0.28,
p < 0.001). The percentage of variance attributable to sampling error is 47 per cent, a notable increase
over the 27 per cent which Van Rooy and Viswesvaran (2004) reported. However, this percentage still
falls short of the traditional Hunter and Schmidt (2004) criteria of 75 per cent which indicates the
presence of potential moderators. However, in addition to the Hunter and Schmidt 75 per cent rule, we
also examined the credibility intervals and found that they did not include zero, which indicates that the
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Table 2. Overall results for EI and job performance

Observed Corrected 90% Credibility 95% Confidence

Job performance k& n r 7.  variance variance interval interval % var SE
All streams 43 5795 236" 278  .014 .020 .094; .378 .201; .272 47
Stream 1 9 700 .206" 238  .027 .036 .008; .405 .100; .313 45
Stream 2 7 1134 256" 298  .008 .011 .181; .331 .192; .320 72
Stream 3 27 3961 .235" 281 .013 .019 .095; .375 .191; 278 46
*p<.001.

effect may not be moderated (Geyskens, Krishnan, Steenkamp, & Cunha, 2009). We decided to use the
more conservative Hunter and Schmidt criterion and, thus, proceeded to test for differences between the
EI streams.

EI streams and individual differences tests of heterogeneity

As Table 2 shows, the three streams of EI relate to job performance at similar levels and we found no
significant differences between the streams (Q(2, 42) =1.44, p=ns). This indicates that all three
streams of EI predict job performance at roughly equivalent levels and provides support for Hypothesis
1b. Although there were no significant differences between the EI streams in the prediction of job
performance, this does not indicate that the three streams tap the same construct (presumably EI). The
streams may have very different nomological networks. If the three streams truly measure the same EI
construct, we would expect them to relate to other individual difference variables at similar levels.

EI and individual differences

Table 3 presents the results of each EI stream’s nomological network with regard to the FFM and
cognitive ability. All three EI streams are positively related to extroversion, openness, agreeableness,
conscientiousness, and cognitive ability, and negatively related to neuroticism. Thus, these data support
Hypothesis 2. The small to moderate size of the correlations indicate that EI is related to these variables,
as would be expected on theoretical grounds. Stream 3 has a corrected correlation of —0.54 with
neuroticism, and 0.49 with extroversion; all of the other corrected correlations are less than 0.40 in size.
Although our studies for job performance only included working samples, we included student samples
as well when examining the relationship between EI and personality. Consequently, we also tested
whether student samples differed from working samples for this relationship. The results in the final
column of Table 3 show that with one exception (out of 18 comparisons), EI relates to general
intelligence and the FFM similarly for both students and workers.

Table 4 gives the tests for the differences between the three streams. For all six correlates (FFM and
cognitive ability), we found significant Q-values indicating that the three streams relate to other
personality and cognitive ability measures differently. Post hoc tests illustrated that stream 1 differed
from stream 3 in all six cases, stream 2 differed from stream 3 for neuroticism and extraversion, and
stream 1 differed from stream 2 for three of the FFM variables and for cognitive ability. These
differences in how the EI streams related to other dispositional traits provide a contrasting perspective
to the assertion that the various measures of EI assess the same construct.

Consistent with Hypotheses 3a and 3b, the ability measures of EI (e.g., MSCEIT) have the weakest
relations with the FFM, but the strongest with cognitive ability. Also, consistent with predictions, the
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third EI stream that consists of expanded models of EI had the strongest relations with the FFM. Not
surprisingly, the variance attributable to artifact was low for most of the FFM analyses. This certainly
could be a result of some substantive moderator. However, the breadth of FFM measures introduces a
sizable amount of variation (Morgeson et al., 2007) which likely attenuates this percentage.

Incremental validity and dominance analysis of EI

We propose that in determining whether a variable extends our understanding and prediction of job
performance, it must account for variance beyond what is already accounted for by established
predictors as well as demonstrate relative importance alongside these same established predictors.
Thus, if EI fails to explain variance in the presence of cognitive ability and the FFM, and/or fails to
demonstrate a significant level of importance relative to the other predictors, the ability of EI to
contribute to the pursuit of explaining the ultimate criterion, job performance, in the fields of OBHRM
is brought into question.

We, thus, tested the incremental validity of EI beyond the FFM and cognitive ability using criteria
outlined in McDaniel, Hartman, Whetzel, and Grubb (2007). For the incremental validity tests, we used
the observed correlations. In order to calculate the standard errors we followed guidelines put forth by
Viswesvaran and Ones (1995) that call for the use of the harmonic mean as the sample size (n = 68).
The harmonic mean has come to be preferred above the arithmetic mean in meta-analytic management
research (e.g., Colquitt, Conlon, Wesson, Porter, & Ng, 2001; Hershcovis et al., 2007; Podsakoff,
LePine, & LePine, 2007) because it gives less weight to extreme values and provides a more
conservative approach to testing models (Colquitt, LePine, & Noe, 2000). Using these techniques, we
were able to calculate the change in explained variance as well as the significance of the individual
parameters.

Construction of the correlation matrix

To construct the correlation matrices for each EI stream we identified the most up-to-date and accurate
correlations available. Along with the EI vector of effects drawn from the present work, we used meta-
analytic true score estimates from four prior meta-analyses (i.e., Ackerman & Heggestad, 1997; Hurtz
& Donovan, 2000; Mount et al., 2005; Schmidt et al., 2008). Specifically, Schmidt et al. (2008)
provided the intercorrelations between conscientiousness, neuroticism, intelligence, and job
performance. Because Schmidt et al. (2008) did not examine extraversion, agreeableness, and
openness, we turned to Mount et al. (2005) for the remaining FFM intercorrelations, and Hurtz and
Donovan (2000) provided these three FFM correlations to job performance. Finally, Ackerman and
Heggestad (1997) provided the relations between intelligence and extraversion, agreeableness, and
openness. Our guiding principle for selecting the correlations was to use the ones from the latest and
most comprehensive meta-analyses available for each correlation. A correlation matrix of the FFM,
cognitive ability, and job performance relations is presented in Table 5. The resulting correlations were
inputted into an SPSS matrix regression macro developed by Johnson (2001).

Limitations of meta-analytically derived correlation matrices

When conducting any type of analysis with a meta-analytically derived correlation matrix, there are
several important points to consider. First, the FFM and cognitive ability effect sizes from prior meta-
analyses included different samples than those included in this meta-analysis. Therefore, it is possible
that our samples vary in some important way from samples within prior meta-analyses and that this
biases the results. Second, with regard to the job performance relations, the prior meta-analyses found
evidence of, and corrected for, range restriction. Range restriction occurs when the distribution of
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Table 5. Matrix of meta-analytically derived population estimates (o) used in dominance analysis

1 2 3 4 5 6 7
1. Job performance 1.00

2. Cognitive ability 56° 1.00

3. Neuroticism -.13* —.09% 1.00

4. Extraversion .09° 08¢ —.24° 1.00

5. Openness 05¢ 33¢ —.19° 45° 1.00

6. Agreeableness 10° 014 —.42° 26" A7° 1.00

7. Conscientiousness 24° —.04 —.52° 17° 09° 39° 1.00

aSchmidt et al. (2008). "Mount et al. (2005). “Hurtz and Donovan (2000). Ackerman and Heggestad (1997).

scores between X and Y are truncated (Sackett & Yang, 2000). The result of range restriction is effect
size attenuation. The key indicator for the presence of range restriction is if observed standard
deviations are smaller than what is found in the population (a proxy of the population standard
deviation is the standard deviation of the normative sample). We did not make this correction because
we found no evidence of range restriction for EI. Third, the number of studies examining EI and job
performance is significantly smaller than studies examining the FFM and job performance. Some
researchers have argued that the common practice of attaching an FFM measure to studies even when
there is no theoretical justification attenuates FFM effect sizes (e.g., Tett & Christiansen, 2007).
Keeping these important notes in mind, we present the following dominance analysis. That being said,
each correlation used here, whether identified in the present work or from another meta-analysis, is the
best estimate of the true population effect — and, incremental validity tests as well as the use of epsilon
weights reflects best practices in determining EI’s contribution to the study of job performance.

Results of the incremental validity tests

Table 6 presents the results of the analyses. Cognitive ability and the FFM combined to predict a
substantial 42.3 per cent (p < 0.001) of the variance in job performance. Only cognitive ability and
conscientiousness are significant predictors. The second column of Table 6 shows that the incremental
contribution of stream 1 measures to the variance explained is minimal with an increase of only 0.4 per
cent (p =ns). This is a modest increase when one considers that most stream 1 measures are lengthy
and expensive. The contribution of streams 2 and 3 are substantially better. Stream 2 measures

Table 6. Results of incremental validity tests (harmonic mean of n=68)

B SE B SE B SE B SE
Cognitive ability .644™ 104 .626™ 107 6427 .093 .659™ .099
Neuroticism .074 120 .072 120 114 117 177 120
Extraversion .101 112 .100 112 .070 .109 .008 11
Openness —.224 116 —.226 116 —.256" 112 —.268" A11
Agreeableness .020 112 .006 113 .003 .108 —.001 .106
Conscientiousness 299 117 294 118 256" 114 275° 112
Stream 1 .066 104
Stream 2 253 104
Stream 3 326" 115
R*= 423" R*= 427" R*= 475" R*= .491™
AR? = .004 AR? = 052" AR? = .068™
*p <0.05, **p <0.01.
Copyright © 2010 John Wiley & Sons, Ltd. J. Organiz. Behav. 32, 788-818 (2011)
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explained an additional 5.2 per cent of variance (p < 0.05) beyond cognitive ability and the FFM and
stream 3 explained an additional 6.8 per cent (p <0.01). The higher increment of stream 3 is not
particularly surprising as composite measures are generally better predictors, but they do come at the
cost of lower explanatory power (Jordan et al., 2010). In both models, the other significant predictors
were cognitive ability, conscientiousness, and openness. Our results offered support to the incremental
validity of streams 2 and 3, but called into question the incremental validity of stream 1. However, the
abandonment of stream 1 measures of EI would be premature. The small change in variance accounted
for would indicate that if cognitively ability and FFM data were already available then there would be
minimum contribution of collecting a stream 1 EI measure. Certainly, this has some implications for the
OBRHM literatures, but the incremental validity tests conducted with hierarchical regression do not
speak to the relative contribution of EI. To fully test Hypothesis 4, we determined the relative weight of
EI with dominance analysis.

Dominance analysis of EI

The hierarchical regression tests supported the inference that some EI streams provided incremental
validity over the FFM and cognitive ability. However, the relative importance of EI is still unknown
because beta weights can be compared in terms of rank-order, though their relative contribution to the
total variance explained cannot (Johnson & LeBreton, 2004). To test Hypothesis 4, the relative
importance of El in the presence of the FFM and cognitive ability, we used relative importance analysis
techniques outlined in Johnson (2000) and Johnson and LeBreton (2004).!

Review and rationale for epsilon weights

Although the total predictive validity of a set of variables is of interest, most researchers often attempt
to determine the importance of each predictor in a model as well. A variety of techniques exist to
evaluate a predictor’s worth such as comparing beta weights or zero-order correlations, but these
techniques are only valid when predictors are uncorrelated or when the interest is bivariate in nature.
For instance, when comparing beta weights in a regression equation with correlated predictors there is a
tendency for the good predictors to appear great and mediocre predictors to appear poor. Models with
uncorrelated predictors are rare in OBHRM and most relations are multivariate in nature. Though
popular, these techniques are inappropriate and provide misleading information when predictors are
not orthogonal (Johnson & LeBreton, 2004).

The need for determining relative importance among a set of correlated predictors is perhaps greatest
in meta-analysis — meta-analytic correlations are typically larger than observed correlations in primary
data because of the various corrections for measurement error, publication bias, and range restriction
commonly used in meta-analysis. The greater the intercorrelations among the predictors, the greater the
multicollinearity, and the greater the need for dominance analysis. As meta-analyses become
increasingly multivariate, researchers must incorporate different techniques to determine the relative
importance of their predictors. Johnson’s (2000) epsilon weighting technique yields accurate estimates
of the relative importance of a set of correlated predictors on an outcome. This technique was
specifically designed for correlated predictors, can detect patterns of dominance (e.g., complete vs.
conditional), and most notably, the estimates are intuitively meaningful in that they sum to the R* and
can be compared through ratios (Johnson & LeBreton, 2004). That is, an epsilon weight of 0.20 for a
predictor is twice as important as another predictor in the model with an epsilon weight of 0.10 and the
summation of the relative weights will be equal to the total variance explained.

'The authors are grateful to Michael Cole for this suggestion.
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Relative importance

In order to test Hypothesis 4, which predicted that EI will demonstrate relative importance in the job
performance models, it was necessary to operationalize relative importance. At present, there exist no
formal standards of relative importance, but there are effect size standards put forth by Cohen (1988).
R’-values of 0.01, 0.09, and 0.25 constitute small, medium, and large effects, respectively, and we used
these thresholds to evaluate the magnitude of relative importance. It should be noted that Cohen (1988)
set these standards for bivariate relations, not multivariate models as in the case with our dominance
analyses. For instance, a medium effect at the bivariate level may become small or non-significant as
other variables are added into a model. Therefore, Cohen (1988) standards can be viewed as
considerably more conservative when applied to these dominance analyses with seven predictors (i.e.,
FFM, cognitive ability, and EI).

Results of the dominance analysis

The results of the relative dominance analyses for the three EI streams are shown in Table 7. For
stream 1, 86.3 per cent of the total explained variance in job performance is attributable to
cognitive ability and conscientiousness. Stream 1 contributes only 6.4 per cent of the explained
variance and a small R* (0.03) contribution. Although minor, it does meet our threshold for a small
effect, and so we conclude that stream 1 contributes relative importance compared to the FFM and
cognitive ability.

For streams 2 and 3, results indicated that EI accounted for higher levels of variance. For stream 2, EI
is second only to cognitive ability in terms of relative importance, capturing 13.6 per cent of the
explained variance with an R* contribution of 0.065. Consequently, we concluded that EI stream 2
contributes a small to moderate amount of relative importance. The results were very similar for EI
stream 3. This model, once again, is dominated by cognitive ability, but EI possessed a substantial
relative importance percentage (13.2 per cent) and an R? contribution of 0.065. These findings offered
support for Hypothesis 4. We concluded that all three EI streams, in varying magnitudes, contributed
relative importance for predicting job performance.

Our results demonstrated that all EI streams, but most notably streams 2 and 3, provided additional
explanatory power above and beyond the FFM and cognitive ability in the prediction of job

Table 7. Relative importance of emotional intelligence

EI stream 1 EI stream 2 EI stream 3

Relative Relative Relative
Raw relative weights Raw relative weights Raw relative weights
weights as a % of R weights as a % of R weights as a % of R

Cognitive ability 313 73.5 331 69.7 .339 69.0
Neuroticism .005 1.3 .005 1.1 .008 1.5
Extraversion .006 1.3 .004 9 .005 1.0
Openness .016 3.7 .019 4.0 .021 4.3
Agreeableness .004 9 .004 R .004 .8
Conscientiousness .055 12.8 .047 9.9 .050 10.2
Emotional intelligence .027 6.4 .065 13.6 .065 13.2
R*= 427 R*= 474 R*= 491
Copyright © 2010 John Wiley & Sons, Ltd. J. Organiz. Behav. 32, 788-818 (2011)
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performance. The use of epsilon weights in lieu of more common, but less accurate, methods
allowed us to best demonstrate what role EI will play in the future of OBHRM. Overall, the
present data did not offer support for claims that EI is the single most important predictor in
job performance (e.g., Goleman, 1995). What we did find, however, are data which provided a
contrasting perspective to the extant claims that EI is nothing more than cognitive ability and
personality.

Publication bias

Considering our focus on providing accurate results from the relative importance analyses within the
present research, it is useful to note that our findings are only as good as the studies used to derive these
meta-analytic estimates. Therefore, it is important to ensure that the included studies are a fair
representation of the population and not skewed by some systematic factor. One such systematic factor
is publication bias.

A persistent concern in the literature is the effect of publication bias on meta-analytic results (Bosch,
Steinkamp, & Boller, 2006; McDaniel, Rothstein, & Whetzel, 2006). Publication bias occurs when any
systematic effort prevents a manuscript from being published based upon something other than the
relevance and rigor of the study. Generally, publication bias occurs when a study’s findings are not
statistically significant or the findings are contrary to accepted theory. The failure for studies with these
types of findings to be published results in an inflation of the observed effect size (i.e., across a
literature). For instance, if the consensus in the research community is that EI leads to higher job
performance, then authors may find more difficulty publishing contradictory or null findings than those
with positive results. This is especially so when the sample size that refutes the zeitgeist is small or the
study is statistically underpowered in some other way.

Publication bias is examined by plotting the effect sizes observed in published studies on the X-axis
and the precision (1/standard error) on the Y-axis and examining the distribution for asymmetry.
Precision is roughly equivalent to sample size with higher precision values indicating less sampling
error. We expected that if publication bias did exist, it would be to the lower left of the mean. This
would indicate that studies which showed negative or null relations with job performance using smaller
samples would be under-published. This would result in the meta-analytic results of the observed
relations between EI and job performance being overestimated. When testing for publication bias, we
only included published articles (i.e., we did not include dissertations, conference papers, or
manuscripts in preparation).

The results of the publication bias tests are shown in Figure la—c. The white circles are the
observed studies, the black circles are imputed studies based on Duval and Tweedie’s (2000) trim and
fill technique. We used Comprehensive Meta-Analysis 2.0 (Borenstein, Hedges, Higgins, &
Rothstein, 2005) to conduct the publication bias tests. The results of the publication tests
indicate no, or minimal, bias for the EI streams. For stream 1 (k=6) and 3 (k=17), no evidence of
bias exists to the left of the mean (see Figure 1a and c). For stream 2 (k = 6), we found small amounts
of asymmetry indicating possible publication bias, but the two imputed studies needed to correct
the asymmetry reduced the correlation by less than 0.04 (7opserved =0.282, Fagjustea =0.243)
(see Figure 1b). At present, we find either no evidence, or very limited evidence, of
publication bias in the EI and job performance literature. Although small or non-existent now, any
construct that grows in prominence should expect increased likelihood of bias. As EI research
continues to expand, great care should be taken to ensure fair representation of findings within
future research.

Copyright © 2010 John Wiley & Sons, Ltd. J. Organiz. Behav. 32, 788-818 (2011)
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Figure 1. Publication bias results: (a) stream 1 — no bias indicated; (b) stream 2 — two studies imputed; and
(c) stream 3 — no bias indicated
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Discussion

We found that all three streams of EI correlated with job performance. Streams 2 and 3 incrementally
predicted job performance over and above cognitive intelligence and the FFM. In addition, dominance
analyses showed that when predicting job performance, all three streams of EI exhibited substantial
relative importance in the presence of the FFM and intelligence. These findings offer insight into a
number of important issues in the field. This work is the most comprehensive, and focused, EI meta-
analysis to date including a substantially greater number of included studies than previous meta-
analyses. Overall, we used the most current perspectives and accepted practices regarding meta-
analyses and the present data strongly supported the predictive validity of EI in terms of job
performance, above and beyond the FFM and cognitive ability.

Our findings also illustrated the similarities and differences in the nomological networks of the three
EI streams. These differences have important implications in terms of the definitions and underlying
constructs for the three streams of EI research. As expected, the stream 1 ability measures are more
closely related to cognitive intelligence, and this supports the conceptualization of these measures as a
type of intelligence test. The stream 1 measures also have the lowest correlations with the Big Five
personality factors, again consistent with how these measures are conceptualized. The stream 1
measures significantly differ from the stream 3 measures for cognitive intelligence and all five
personality measures, thus convincingly demonstrating that these are different measures. Since the
stream 3 researchers now define their measures in terms of traits, competencies, and skills instead of
intelligences, these results are again consistent with how these measures are defined. Stream 2
measures are significantly different from stream 3 measures for two personality traits, which support
the conceptualization of stream 2 as distinct from stream 3 measures.

The finding that EI yields predictive validity above and beyond the FFM and cognitive ability is
important for numerous reasons. First, these results support the work of several researchers who have
argued that EI is an important predictor of work-related outcomes (Ashkanasy & Daus, 2005; Brackett
& Mayer, 2003; Brackett et al., 2004; Daus & Ashkanasy, 2005; Dulewicz & Higgs, 2000; Dulewicz
etal., 2003; Fox & Spector, 2000; Law et al., 2004). Second, our findings offer a contrasting perspective
to the proposition that cognitive ability and the FFM account for enough variance in work-related
outcomes that further research about relevant predictors is not useful. Specifically, our findings
indicated that EI represents one important predictor of job performance — often considered the holy
grail of outcomes in the OBHRM literatures.

Limitations and future directions

One limitation of this study, along with all meta-analyses, is that the number and type of moderators
tested are limited to those reported in the literature. Importantly, for the present research, emerging
literature related to EI focuses on the importance of contextual factors which may impact job
performance (e.g., social interaction, levels of experienced stress on the job; Cherniss, 2010). We agree
that these, and other, contextual factors exist and may impact the relation between job performance and
EI Jordan et al. (2010) highlighted the importance of context and raised questions related to when a low
EI may be useful, or if some branches of EI may be helpful or harmful given different situations. These
contextually oriented lines of inquiry are important to consider and, as the literature grows, we
encourage future meta-analyses to include additional variables related to context.

Another limitation of the current research is that the measures we included for job performance were
focused on task performance. Dalal (2005) demonstrated that job performance is actually composed of
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three parts, each with a large impact on overall job performance. The facets of job performance not
included in the present research were organizational citizenship behaviors and counterproductive
workplace behaviors. Perhaps a more holistic view of job performance may result in even larger
magnitudes between EI and performance. Future research may be well advised to explore these
relations.

A final concern that is present in virtually all OBHRM studies with job performance as an outcome,
and job performance meta-analyses in particular, is the issue of range restriction. Only a select
number of individuals will be hired. Without information on those not selected for the job, the
distribution is truncated and observed effect sizes are likely to be lower than population effect sizes.
With this mind, one must concede that the correlations reported here, even those corrected for
unreliability, are attenuated. Researchers still need to develop an estimate of the population standard
deviation so that the methods of range restriction correction put forth by Gulliksen (1950) can finally be
applied to EIL

In addition to the notes outlined above, there are numerous areas for future research that the present
data illustrate. First, future research regarding the EI-job performance relation may have an impact in
selection and hiring contexts. It is currently the case that EI is generally not used in personnel selection,
while the FFM and cognitive ability are indeed used. This could affect the meta-analytically derived
matrices, and we hope that the present research made a persuasive case for the inclusion of EI as well as
the FFM and cognitive ability in applicable selection processes. Thus, future research would have the
opportunity to build on the present findings and incorporate new, potentially compelling, data from an
employee selection and hiring setting.

Second, future research might also examine the extent to which the relative importance of EI,
cognitive intelligence, and personality varies by the type of job being performed. Although most jobs
may involve at least some interpersonal contact relevant to EI, the degree to which jobs draw upon
cognitive skills, various personality factors, and EI may vary considerably by job characteristics and
other factors. In particular, researchers may want to focus on the contribution that EI plays in jobs
requiring emotional labor and interactions with customers. Joseph and Newman (2010) have provided
some preliminary evidence on this, but they also concluded that more research needs to be done on this
topic. In particular, as Joseph and Newman (2010) pointed out, they only examined emotional labor
in jobs that required the display of friendly, positive emotional displays to customers in retail and
similar settings. According to Humphrey et al. (2008) typology of emotional labor, these customer
“service with a smile” types of emotional labor are only one of three types of emotional labor
performed by service workers: the other two are caring professions (e.g., health care, social work,
childcare) and social control (e.g., policemen, bill collectors). Moreover, Humphrey et al. (2008)
argued that leaders also perform emotional labor. Thus, the value of EI in these other job categories still
needs to be studied. Along this line of thinking, researchers may also want to focus on how leaders
can use their EI skills to influence the moods, motivations, and performance of their subordinates
and team members. Furthermore, one final area of inquiry researchers may want to examine
includes the different ways that educational and training programs can improve people’s El-related
abilities and skills.

Conclusion

The three streams of EI research, ability measures, self- and peer-report measures, and mixed models,
all predict job performance equally well. Moreover, all three methods of measuring EI increment
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cognitive ability and personality measures in the prediction of job performance. In this regard, we reach
a somewhat different conclusion than Joseph and Newman (2010) who concluded that for overall job
performance stream 1 measures added no incremental predictability above both cognitive ability and
the Big Five personality factors. Although our tests for incremental validity also found that stream 1
measures did not increase the explained variance, our additional dominance analysis found that stream
1 measures accounted for 6.4 per cent of the explained variance — enough to make it the third most
important predictor in the model. We also found a considerably higher incremental increase for stream
2 measures over and above cognitive ability and the Big Five (with a change in R* of 0.052 in our study,
vs. 0.023 in Joseph & Newman, 2010). Joseph and Newman (2010) still found that stream 2 EI
measures were the second most important predictor in their model (after cognitive ability), which is
consistent with our dominance analysis. However, we have a lower estimate for the incremental
increase due to stream 3 measures over and above both cognitive intelligence and the Big Five
personality factors (our study, change in R” is 0.068; in their study, 0.142). Our dominance analysis
revealed that stream 2 and 3 measures were roughly the same in the amount of the explained variance
they accounted for (stream 2: 13.6 per cent; stream 3: 13.2 per cent).

Which EI method researchers and practitioners should pick depends on the purposes of the project,
the feasibility of administering the tests or surveys, and similar factors. Stream 1 measures may be an
excellent choice for selection and hiring. The objective nature of these tests may make them less
susceptible to social desirability and faking effects. Because these measures do not require people to
rate their own level of emotional competency, these measures may also be useful in giving feedback to
participants and in helping people to understand their own current level of EI. Stream 1 measures may
also be the best when scholars want to establish that there is an underlying ability called EI that meets
traditional criteria for intelligence measures.

Stream 2 and 3 measures may be more feasible to use in many settings. Measures for streams 2 and 3
can easily be distributed as pen and paper surveys and they take relatively little time to administer. The
survey format makes it easy to include other scales of interest to scholars and practitioners alike. The
items can, without difficulty, be modified to focus on the particular work setting under investigation.
Depending on the theory being tested, the ability to focus the items on how people are actually
behaving in a setting may be theoretically preferable to stream 1 measures of ability. The added
feasibility of stream 2 and 3 measures is not gained at the expense of predictive validity, as they
increment predictions of job performance even better than stream 1 measures (i.e., this greater
incremental predictability for streams 2 and 3 is most likely because they overlap less with cognitive
ability, which is the best predictor of job performance).

Stream 2 measures have a lower correlation with cognitive ability than stream 1, and lower
correlations with the FFM than stream 3. Thus, these measures are useful for establishing that EI is
theoretically distinct from other related concepts. These measures may be an excellent choice for
researchers who are concerned with differentiating EI from related variables while also increasing their
ability to predict job performance. Finally, for those most interested in predicting job performance
without concern for overlaps with other variables, the stream 3 measures have the greatest incremental
predictive value. These measures may be of great use to practitioners or to theorists comfortable with a
broad definition of emotional competencies.

Although many researchers take a single perspective that focuses exclusively on cognitive variables,
or on the FFM, or on EI, the present research supports the conclusion that all three sets of variables
predict job performance. Thus, moving forward, rather than seeing cognitive intelligence, the FFM, and
EI as competing measures, researchers should focus on developing integrative models that include all
three. This meta-analysis helps in this regard by showing the correlations among the three sets of
variables. Understanding the relationships among these variables will be the first step in any integrative
model.

Copyright © 2010 John Wiley & Sons, Ltd. J. Organiz. Behav. 32, 788-818 (2011)
DOI: 10.1002/job



EMOTIONAL INTELLIGENCE AND JOB PERFORMANCE 809

Author biographies

Ernest O’Boyle is an Assistant Professor of Management at Longwood University. He completed his
Ph.D. at Virginia Commonwealth University. His substantive areas of research interests include counter-
productive work behavior, individual performance, and group level processes. In addition, he studies
research methods with a specific focus on multivariate meta-analysis and structural equation modeling.
Ronald H. Humphrey is a Professor of Management at Virginia Commonwealth University. Much of
his research is on leadership and emotions. He recently edited (2008) Affect and Emotion: New
Directions in Management Theory and Research. He is busy writing a forthcoming book (2011),
Modern Leadership, to be published by SAGE. Dr. Humphrey has published in a wide range of
journals, including the Academy of Management Review, Research in Organizational Behavior,
Leadership Quarterly, American Sociological Review, Social Psychology Quarterly, Human Relations,
Organization Science, and Journal of Organizational Behavior. AB: U. of Chicago; Ph.D.: U. of
Michigan; Postdoctoral Fellow: Indiana University.

Jeff Pollack is an Assistant Professor of Management at the University of Richmond. He completed his
Ph.D. at Virginia Commonwealth University. Jeff maintains an active research program in organiz-
ational behavior and entrepreneurship that focuses on the determinants of performance both at the
individual as well as the firm level.

Thomas Hawver is a doctoral candidate at Virginia Commonwealth University. His research interests
include emotional processes, leadership, and entrepreneurship.

Paul A. Story received his Ph.D. in social psychology and currently teaches at the College of William
and Mary. His interests include unconscious processes, achievement motivation, and environmental
decision making.

References

Articles marked with an asterisk are included in the meta-analysis.

Ackerman, P. L., & Heggestad, E. D. (1997). Intelligence, personality, and interests: Evidence for overlapping
traits. Psychological Bulletin, 121, 219-245. 10.1037/0033-2909. 121.2.219.

*Afolabi, O. A., & Ehigie, B. O. (2005). Psychological diversity and team interaction processes: A study of oil-
drilling work teams in Nigeria. Team Performance Management, 11, 280-301. 10.1108/13527590510635161.

*Ang, S., Van Dyne, L., Koh, C., Ng, K. Y., Templer, K. J., & Tay, C. (2007). Cultural intelligence: Its measurement
and effects on cultural judgment and decision making, cultural adaptation and task performance. Management &
Organization Review, 3, 335-371. 10.1111/j. 1740-8784. 2007.00082.x.

Ashforth, B. E., & Humphrey, R. H. (1993). Emotional labor in service roles: The influence of identity. Academy of
Management Review, 18, 88—115. 10.2307/258824.

Ashkanasy, N. M., Ashton-James, C. E., & Jordan, P. J. (2004). Performance impacts of appraisal and coping with
stress in workplace settings: The role of affect and emotional intelligence. In P. Perrewe, & D. Ganster (Eds.),
Research in occupational stress and wellbeing. Emotional and psychological processes and positive interven-
tion strategies, Vol. 3 (pp. 1-43). Oxford, U.K.: Elsevier Science.

*Ashkanasy, N. M., & Dasborough, M. T. (2003). Emotional awareness and emotional intelligence in leadership
teaching. Journal of Education for Business, 79, 18-22.

Ashkanasy, N. M., & Daus, C. S. (2002). Emotion in the workplace: The new challenge for managers. Academy of
Management Executive, 16, 76-86.

Ashkanasy, N. M., & Daus, C. S. (2005). Rumors of the death of emotional intelligence in organizational behavior
are vastly exaggerated. Journal of Organizational Behavior, 26, 441-452. 10.1002/job.320.

Ashton-James, C. E. (2003). Is emotional intelligence a viable construct? MS, University of Queensland Business
School, Brisbane, Australia.

Copyright © 2010 John Wiley & Sons, Ltd. J. Organiz. Behav. 32, 788-818 (2011)
DOI: 10.1002/job



810 E. H. O'BOYLE JR. ET AL.

Astin, A. W. (1993). What matters in college: Four critical years revisited. San Francisco, CA: Jossey-Bass.

*Austin, E. J. (2004). An investigation of the relationship between trait emotional intelligence and emotional task
performance. Personality and Individual Differences, 36, 1855-1864. 10.1016/j.paid.2003.07.006.

*Austin, E. J., Dore, T. C. P., & O’Donovan, K. M. (2008). Associations of personality and emotional intelligence
with display rule perceptions and emotional labour. Personality and Individual Differences, 44, 677-686.
10.1016/j.paid.2007.10.001.

*Austin, E. J., Farrelly, D., Black, C., & Moore, H. (2007). Emotional intelligence, Machiavellianism and
emotional manipulation: Does EI have a dark side? Personality and Individual Differences, 43, 179-189.
10.1016/j.paid.2006.11.019.

*Austin, E. J., Saklofske, D. H., & Egan, V. (2005). Personality, well-being and health correlates of trait emotional
intelligence. Personality and Individual Differences, 38, 547-558. 10.1016/j.paid.2004.05.009.

*Austin, E. J., Saklofske, D. H., Huang, S. H. S., & McKenney, D. (2004). Measurement of trait emotional
intelligence: Testing and cross-validating a modified version of Schutte et al’s (1998) measure. Personality and
Individual Differences, 36, 555-562. 10.1016/S0191-8869(03)00114-4.

*Bachman, J., Stein, S., Campbell, K., & Sitarenios, G. (2000). Emotional intelligence in the collection of debt.
International Journal of Collection and Assessment, 8, 176-182. 10.1111/1468-2389. 00145.

*Barchard, K. A. (2003). Does emotional intelligence assist in the prediction of academic success? Educational
and Psychological Measurement, 63, 840-858. 10.1177/0013164403251333.

*Barchard, K. A., & Hakstian, A. R. (2004). The nature and measurement of emotional intelligence abilities: Basic
dimensions and their relationships with other cognitive ability and personality variables. Educational and
Psychological Measurement, 64, 437-462. 10.1177/0013164403261762.

Bar-On, R. (1997). Bar-On Emotional Quotient Inventory technical manual. Toronto: Multi-Health Systems.

Bar-On, R. (2000). Emotional and social intelligence: Insights from the emotional quotient inventory. In R.
Bar-On, & J. D. A. Parker (Eds.), The handbook of emotional intelligence (1st edn, pp. 368-388). San Francisco,
CA: Jossey-Bass.

Bar-On, R. (2002). Bar-On EQ-i technical manual. Toronto: Multi-Health Systems.

Bar-On, R. (2006). The Bar-On model of emotional—social intelligence (ESI). Psicothema, 18, 13-25.

Barrick, M. R., & Mount, M. K. (1991). The Big Five personality dimensions and job performance: A meta-
analysis. Personnel Psychology, 44, 1-26. 10.1111/j. 1744-6570. 1991. tb00688.x.

Barrick, M. R., Mount, M. K., & Judge, T. A. (2001). Personality and performance at the beginning of the new
millennium: What do we know and where do we go next? International Journal of Selection and Assessment, 9,
9-30. 10.1111/1468-2389. 00160.

“Bastian, V. A. (2005). Are the claims for emotional intelligence justified?: Emotional intelligence predicts life
skills, but not as well as personality and cognitive abilities. Unpublished Doctoral Dissertation, University of
Adelaide, Australia.

“Bastian, V. A., Burns, N. R., & Nettelbeck, T. (2005). Emotional intelligence predicts life skills, but not as well as
personality and cognitive abilities. Personality and Individual Differences, 39, 1135-1145. 10.1016/
j-paid.2005.04.006.

“Baytalskaya, N. (2008). The effects of Machiavellianism, perspective taking, and emotional intelligence
components on negotiation strategies and outcomes. Unpublished Master’s Thesis, Pennsylvania State
University, University Park.

Bono, J. E., Foldes, H. J., Vinson, G., & Muros, J. P. (2007). Workplace emotions: The role of supervision and
leadership. Journal of Applied Psychology, 92, 1357-1367. 10.1037/0021-9010. 92.5.1357.

Bono, J. E., & Judge, T. A. (2004). Personality and transformational and transactional leadership: A meta-analysis.
Journal of Applied Psychology, 89, 901-910. 10.1037/0021-9010. 89.5.901.

Bono, J. E., & Vey, M. A. (2005). Toward understanding emotional management at work: A quantitative review of
emotional labor research. In C. E. J. Hirtel, W. J. Zerbe, & N. M. Ashkanasy (Eds.), Emotions in organizational
behavior (pp. 213-233). Mahwah, NJ: Lawrence Erlbaum Associates.

Bono, J. E., & Vey, M. A. (2007). Personality and emotional performance: Extraversion, neuroticism, and self-
monitoring. Journal of Occupational Health Psychology, 12, 177-192. 10.1037/1076-8998. 12.2.177.

Borenstein, M., Hedges, L., Higgins, J., & Rothstein, H. (2005). Comprehensive meta-analysis (Version 2.0)
[Computer software]. Englewood NJ: Biostat.

Borenstein, M., Hedges, L., Higgins, J., & Rothstein, H. (2009). Introduction to meta-analysis. West Sussex, UK:
Wiley & Sons.

Bosch, H., Steinkamp, F., & Boller, E. (2006). In the eye of the beholder: Reply to Wilson and Shadish (2006) and
Radin, Nelson, Dobyns, and Houtkooper (2006). Psychological Bulletin, 132, 533-537. 10.1037/0033-2909.
132.4.533.

Copyright © 2010 John Wiley & Sons, Ltd. J. Organiz. Behav. 32, 788-818 (2011)
DOI: 10.1002/job



EMOTIONAL INTELLIGENCE AND JOB PERFORMANCE 811

“Boyatzis, R. E. (2006). Using tipping points of emotional intelligence and cognitive competencies to predict
financial performance of leaders. Psicothema, 18, 124—131.

“Brackett, M. A., & Mayer, J. D. (2003). Convergent, discriminant, and incremental validity of competing
measures of emotional intelligence. Personality and Social Psychology Bulletin, 29, 1147-1158. 10.1177/
0146167203254596.

Brackett, M. A., Mayer, J. D., & Warner, R. M. (2004). Emotional intelligence and its relation to everyday
behaviour. Personality and Individual Differences, 36, 1387-1402. 10.1016/S0191-8869(03)00236-8.

Brackett, M. A., Rivers, S. E., Shiffman, S., Lerner, N., & Salovey, P. (2006). Relating emotional abilities to social
functioning: A comparison of self-report and performance measures of emotional intelligence. Journal of
Personality and Social Psychology, 91, 780-795. 10.1037/0022-3514.91.4.780.

“Bratton, V. K. (2004). Affective morality: The role of emotions in the ethical decision-making process.
Unpublished Doctoral Dissertation, Florida State University, Tallahassee.

“Brienza, D. (2002). Emotional competence and leadership excellence at Johnson and Johnson: The emotional
intelligence and leadership study. Consortium for Research on Emotional Intelligence in Organizations.

“Brizz, T. (2004). Parish vibrancy: A reflection of pastoral leadership on parishioner support and parishioner
satisfaction. Unpublished Research Thesis, Cleveland, Ohio.

“Brotheridge, C. M. (2006). The role of emotional intelligence and other individual difference variables in
predicting emotional labor relative to situational demands. Psicothema, 18, 139-144.

“Brown, F. W., Bryant, S. E., & Reilly, M. D. (2006). Does emotional intelligence — as measured by the EQI —
influence transformational leadership and/or desirable outcomes? Leadership & Organization Development
Journal, 27, 330-351. 10.1108/01437730610677954.

“Bryant, D. (2005). The components of emotional intelligence and the relationship to sales performance.
Unpublished Doctoral Dissertation, George Washington University.

“Budnik, M. F. (2003). Emotional intelligence and burnout: Influence on the intent of staff nurses to leave nursing.
Unpublished Doctoral Dissertation, University of Phoenix.

“Burckle, M. (2000). Emotional Competency Inventory (ECI) technical manual. Denver, CO: Hay/McBer.

“Byrne, J. C. (2004). The role of emotional intelligence in predicting leadership and related work behavior.
Unpublished Doctoral Dissertation, Stevens Institute of Technology, Hoboken.

“Byrne, J. C., Dominick, P. G., Smither, J. W., & Reilly, R. R. (2007). Examination of the discriminant, convergent,
and criterion-related validity of self-ratings on the emotional competence inventory. International Journal of
Selection and Assessment, 15, 341-353. 10.1111/j. 1468-2389. 2007.00393.x.

“Byron, K. (2007). Male and female managers’ ability to read emotions: Relationships with supervisor’s
performance ratings and subordinates’ satisfaction ratings. Journal of Occupational and Organizational
Psychology, 80, 713-733. 10.1348/096317907X174349.

“Byron, K., Terranova, S., & Nowicki, S., Jr. (2007). Nonverbal emotion recognition and salespersons: Linking
ability to perceived and actual success. Journal of Applied Social Psychology, 37, 2600-2619. 10.1111/j. 1559-
1816. 2007.00272.x.

Cameron, A. (1999). A WPQ-EI users guide. London: The Test Agency Limited.

*Carmeli, A. (2003). The relationship between emotional intelligence and work attitudes, behavior and outcomes:
An examination among senior managers. Journal of Managerial Psychology, 18, 788-813. 10.1108/
02683940310511881.

*Carmeli, A., & Josman, Z. E. (2006). The relationship among emotional intelligence, task performance, and
organizational citizenship behaviors. Human Performance, 19, 403—419. 10.1207/s15327043hup1904_5.

*Caruso, D. R., Mayer, J. D., & Salovey, P. (2002). Relation of an ability measure of emotional intelligence to
personality. Journal of Personality Assessment, 79, 306-320. 10.1207/S15327752JPA7902_12.

*Cavins, B. J. (2005). The relationship between emotional-social intelligence and leadership practices among
college student leaders. Unpublished Doctoral Dissertation, Bowling Green State University, Bowling Green.

*Chamorro-Premuzic, T., Bennett, E., & Furnham, A. (2007). The happy personality: Mediational role of trait
emotional intelligence. Personality and Individual Differences, 42, 1633-1639. 10.1016/j.paid.2006.10.029.

*Chan, D. W. (2003). Dimensions of emotional intelligence and their relationships with social coping among gifted
adolescents in Hong Kong. Journal of Youth and Adolescence, 32, 409—418. 10.1023/A:1025982217398.

*Chapman, B. P, & Hayslip, B., Jr. (2005). Incremental validity of a measure of emotional intelligence. Journal of
Personality Assessment, 85, 154-169. 10.1207/s15327752jpa8502_08.

Cherniss, C. (2010). Emotional intelligence: Towards clarification of a concept. Industrial and Organizational
Psychology: Perspectives on Science and Practice, 3.

*Chipain, G. C. (2003). Emotional intelligence and its relation to sales performance. Unpublished Doctoral
Dissertation, DePaul University, Chicago.

Copyright © 2010 John Wiley & Sons, Ltd. J. Organiz. Behav. 32, 788-818 (2011)
DOI: 10.1002/job



812 E. H. O'BOYLE JR. ET AL.

*Ciarrochi, J., Caputi, P., & Mayer, J. D. (2003). The distinctiveness and utility of a measure of trait emotional
awareness. Personality and Individual Differences, 34, 1477-1490. 10.1016/S0191-8869(02)00129-0.

*Ciarrochi, J. V., Chan, A. Y. C., & Caputi, P. (2000). A critical evaluation of the emotional intelligence construct.
Personality and Individual Differences, 28, 539-561. 10.1016/S0191-8869(99)00119-1.

Cohen, J. (1988). Statistical power analysis for the behavioral sciences (2nd edn). Hillsdale, NJ: Erlbaum.

*Collins, V. L. (2002). Emotional intelligence and leadership success. Unpublished Doctoral Dissertation,
University of Nebraska.

Colquitt, J. A., Conlon, D. E., Wesson, M. W., Porter, C. O., & Ng, K. Y. (2001). Justice at the millennium: A meta-
analytic review of 25 years of organizational justice research. Journal of Applied Psychology, 86, 425-445.
10.1037/0021-9010. 86.3.425.

Colquitt, J. A., LePine, J. A., & Noe, R. A. (2000). Toward an integrative theory of training motivation: A meta-
analytic path analysis of 20 years of research. Journal of Applied Psychology, 85, 678-707. 10.1037/0021-9010.
85.5.678.

Conte, J. M. (2005). A review and critique of emotional intelligence measures. Journal of Organizational
Behavior, 26, 433-440. 10.1002/job.319.

*Coté, S., & Miners, C. T. H. (2006). Emotional intelligence, cognitive intelligence, and job performance.
Administrative Science Quarterly, 51, 1-28.

Dalal, D. S. (2005). A meta-analysis of the relationship between organizational citizenship behavior and
counterproductive work behavior. Journal of Applied Psychology, 90, 1241-1255. 10.1037/0021-9010.
90.6.1241.

Dalton, D. R., Daily, C. M., Ellstrand, A. E., & Johnson, J. L. (1998). Board composition, leadership structure,
and financial performance. Strategic Management Journal, 19, 269-290. 10.1002/(SICI)1097-
0266(199803)19:3<269::AID.-SMJ950>3.0.CO;2-K.

Daus, C. S., & Ashkanasy, N. M. (2005). The case for the ability-based model of emotional intelligence in
organizational behavior. Journal of Organizational Behavior, 26, 453-466. 10.1002/job.321.

“David, S. A. (2005). Emotional intelligence: Conceptual and methodological issues, and its role in coping and
well-being. Unpublished Doctoral Dissertation, University of Melbourne, Victoria.

“Davies, M., Stankov, L., & Roberts, R. D. (1998). Emotional intelligence: In search of an elusive construct.
Journal of Personality and Social Psychology, 75, 989-1015. 10.1037/0022-3514. 75.4.989.

“Dawda, D., & Hart, S. D. (2000). Assessing emotional intelligence: Reliability and validity of the Bar-On
Emotional Quotient Inventory (EQ-i) in university students. Personality and Individual Differences, 28, 797—
812. 10.1016/S0191-8869(99)00139-7.

“Day, A. L., & Carroll, S. A. (2004). Using an ability-based measure of emotional intelligence to predict individual
performance, group performance, and group citizenship behaviours. Personality and Individual Differences, 36,
1443-1458. 10.1016/S0191-8869(03)00240-X.

*Day, A. L., Therrien, D. L., & Carroll, S. A. (2005). Predicting psychological health: Assessing the incremental
validity of emotional intelligence beyond personality, type a behaviour, and daily hassles. European Journal of
Personality, 19, 519-536. 10.1002/per.552.

“De Raad, B. (2005). The trait-coverage of emotional intelligence. Personality and Individual Differences, 38,
673-687. 10.1016/j.paid.2004.05.022.

“Derksen, J., Kramer, 1., & Katzko, M. (2002). Does a self-report measure for emotional intelligence assess
something different than general intelligence? Personality and Individual Differences, 32, 37-48. 10.1016/
S0191-8869(01)00004-6.

Diefendorff, J. M., Croyle, M. H., & Gosserand, R. H. (2005). The dimensionality and antecedents of emotional
labor strategies. Journal of Vocational Behavior, 66, 339-357. 10.1016/.jvb.2004.02.001.

“Douglas, C., Frink, D. D., & Ferris, G. R. (2004). Emotional intelligence as a moderator of the relationship
between conscientiousness and performance. Journal of Leadership & Organizational Studies, 10, 2—13.
10.1177/107179190401000301.

“Downey, L. A., Papageorgiou, V., & Stough, C. (2006). Examining the relationship between leadership, emotional
intelligence and intuition in senior female managers. Leadership & Organization Development Journal, 27,
250-264. 10.1108/01437730610666019.

“Drew, T. L. (2007). The relationship between emotional intelligence and student teacher performance.
Unpublished Doctoral Dissertation, University of Nebraska.

“Dulewicz, V., & Higgs, M. (1999). Emotional Intelligence Questionnaire: User guide. Berkshire, England:
NFER-Nelson.

*Dulewicz, V., & Higgs, M. (2000). Emotional intelligence: A review and evaluation study. Journal of Managerial
Psychology, 15, 341-372. 10.1108/02683940010330993.

Copyright © 2010 John Wiley & Sons, Ltd. J. Organiz. Behav. 32, 788-818 (2011)
DOI: 10.1002/job



EMOTIONAL INTELLIGENCE AND JOB PERFORMANCE 813

“Dulewicz, V., Higgs, M., & Slaski, M. (2003). Measuring emotional intelligence: Content, construct and criterion-
related validity. Journal of Managerial Psychology, 18, 405-420. 10.1108/02683940310484017.

“Dunn, E. W., Brackett, M. A., Ashton-James, C., Schneiderman, E., & Salovey, P. (2007). On emotionally
intelligent time travel: Individual differences in affective forecasting ability. Personality and Social Psychology
Bulletin, 33, 85-93. 10.1177/0146167206294201.

Duval, S., & Tweedie, R. (2000). Trim and fill: A simple funnel-plot-based method of testing and adjusting for
publication bias in meta-analysis. Biometrics, 56, 455-463. 10.1111/j.0006-341X.2000.00455.x.

“Engelberg, E., & Sjoberg, L. (2004). Emotional intelligence, affect intensity, and social adjustment. Personality
and Individual Differences, 37, 533-542. 10.1016/j.paid.2003.09.024.

“Extremera, N., & Fernandez-Berrocal, P. (2005). Perceived emotional intelligence and life satisfaction: Predictive
and incremental validity using the Trait Meta-Mood Scale. Personality and Individual Differences, 39, 937-948.
10.1016/j.paid.2005.03.012.

*Farrelly, D., & Austin, E. J. (2007). Ability EI as an intelligence? Associations of the MSCEIT with performance
on emotion processing and social tasks and with cognitive ability. Cognition & Emotion, 21, 1043-1063.
10.1080/02699930601069404.

“Fox, S., & Spector, P. E. (2000). Relations of emotional intelligence, practical intelligence, general intelligence,
and trait affectivity with interview outcomes: It’s not all just ‘G’. Journal of Organizational Behavior, 21, 203—
220. 10.1002/(SICI)1099-1379(200003)21:2<203::AID.-JOB38>3.3.CO;2-Q.

Fulmer, I. S., & Barry, B. (2004). The smart negotiator: Cognitive ability and emotional intelligence in negotiation.
International Journal of Conflict Management, 15, 245-272. 10.1108/eb022914.

“Gabel, R. S., Dolan, S. L., & Cerdin, J. L. (2005). Emotional intelligence as predictor of cultural adjustment for
success in global assignments. Career Development International, 10, 375-395. 10.1108/13620430510615300.

*Gallagher, E. N., & Vella-Brodrick, D. A. (2008). Social support and emotional intelligence as predictors of
subjective well-being. Personality and Individual Differences, 44, 1551-1561. 10.1016/j.paid.2008.01.011.

*Gannon, N., & Ranzijn, R. (2005). Does emotional intelligence predict unique variance in life satisfaction beyond
IQ and personality? Personality and Individual Differences, 38, 1353-1364. 10.1016/j.paid.2004.09.001.

*Gardner, L. (2005). Emotional intelligence and occupational stress. Unpublished Doctoral Dissertation,
Swinburne University of Technology, Melbourne.

“Gerits, L., Derksen, J. J. L., & Verbruggen, A. B. (2004). Emotional intelligence and adaptive success of nurses
caring for people with mental retardation and severe behavior problems. Mental Retardation, 42, 106-121.
10.1352/0047-6765 (2004). 42<106:EIAASO>2.0.CO;2.

Geyskens, 1., Krishnan, R., Steenkamp, J. E. M., & Cunha, P. V. (2009). A review and evaluation of meta-analysis
practices in management research. Journal of Management, 35, 393-419. 10.1177/0149206308328501.

*Giardini, M. A. (2002). Service work as affect management the role of affect-related competence. Unpublished
Doctoral Dissertation, Giessen University, Germany.

*Gohm, C. L., & Clore, G. L. (2002). Affect as information: An individual-differences approach. In L. F. Barrett, &
P. Salovey (Eds.), The wisdom in feeling: Psychological processes in emotional intelligence (pp. 89-113).
New York: Guilford Press.

Goleman, D. (1995). Emotional intelligence: Why it can matter more than 1Q. New York, NY: Bantam Books.

Goleman, D., Boyatzis, R., & McKee, A. (2002). Primal leadership: Realizing the power of emotional intelligence.
Cambridge, MA: Harvard Business School Press.

*Grandey, A. A. (2000). Emotion regulation in the workplace: A new way to conceptualize emotional labor.
Journal of Occupational Health Psychology, 5, 95-110. 10.1037/1076-8998. 5.1.95.

Grandey, A. A., Fisk, G. M., & Steiner, D. D. (2005). Must “service with a smile”” be stressful? The moderating
role of personal control for American and French employees. Journal of Applied Psychology, 90, 893-904.
10.1037/0021-9010. 90.5.893.

*Greven, C., Chamorro-Premuzic, T., Arteche, A., & Furnham, A. (2008). A hierarchical integration of
dispositional determinants of general health in students: The Big Five, trait emotional intelligence and humour
styles. Personality and Individual Differences, 44, 1562—-1573. 10.1016/j.paid.2008.01.012.

*Gropp, L., Geldenhuys, D., & Visser, D. (2007). Psychological wellness constructs: Relationships and group
differences. SA Journal of Industrial Psychology, 3, 24-34.

*Grubb, W. L., III, & McDaniel, M. A. (2007). The fakability of Bar-On’s Emotional Quotient Inventory Short
Form: Catch me if you can. Human Performance, 20, 43-59. 10.1207/s15327043hup2001_3.

*Guillén, L., Saris, W. E., & Boyatzis, R. (2007). Assessing the relationship between emotional intelligences and
personality traits: Implications for development. Organisations & People, 14, 17-26.

Gulliksen, H. (1950). Theory of mental tests. Hillsdale, NJ: Lawrence Erlbaum.

Copyright © 2010 John Wiley & Sons, Ltd. J. Organiz. Behav. 32, 788-818 (2011)
DOI: 10.1002/job



814 E. H. O'BOYLE JR. ET AL.

“Hemmati, T., Mills, J. F., & Kroner, D. G. (2004). The validity of the Bar-On emotional intelligence quotient in an
offender population. Personality and Individual Differences, 37, 695-706. 10.1016/j.paid.2003.10.003.

Hershcovis, S. M., Turner, N., Barling, J., Arnold, K. A., Dupre, K. E., Inness, M., et al. (2007). Predicting
workplace aggression: A meta-analysis. Journal of Applied Psychology, 92, 228-238. 10.1037/0021-9010.
92.1.228.

“Higgs, M., & Aitken, P. (2003). An exploration of the relationship between emotional intelligence and leadership
potential. Journal of Managerial Psychology, 18, 814-823. 10.1108/02683940310511890.

Hochschild, A. R. (1979). Emotion work, feeling rules, and social structure. American Journal of Sociology, 85,
551-575. 10.1086/227049.

“Hopkins, M. M., & Bilimoria, D. (2008). Social and emotional competencies predicting success for male and
female executives. Journal of Management Development, 27, 13-35. 10.1108/02621710810840749.

Hough, L. M., & Ones, D. S. (2001). The structure, measurement, validity, and use of personality variables in
industrial, work, and organizational psychology. In N. Anderson, D. S. Ones, H. K. Sinangil, & C. Viswesvaran
(Eds.), Handbook of industrial, work and organizational psychology. Thousand Oaks, CA: Sage.

Humphrey, R. H. (2002). The many faces of emotional leadership. Leadership Quarterly, 13, 493-504. 10.1016/
S$1048-9843(02)00140-6.

Humphrey, R. H. (2006). Promising research opportunities in emotions and coping with conflict. Journal of
Management and Organization, 12, 179-186. 10.5555/jmo.2006.12.2.179.

Humphrey, R. H. (2008). The right way to lead with emotional labor. In R. H. Humphrey (Ed.), Affect and emotion:
New directions in management theory and research (pp. 1-17). Charlotte, NC: Information Age Publishing.

Humphrey, R. H., Pollack, J. M., & Hawver, T. H. (2008). Leading with emotional labor. Journal of Managerial
Psychology, 23, 151-168. 10.1108/02683940810850790.

Hunter, J. E., & Hunter, R. F. (1984). Validity and utility of alternative predictors of job performance.
Psychological Bulletin, 96, 72-98.

Hunter, J. E., & Schmidt, F. L. (2004). Methods of meta-analysis. Newbury Park, CA: Sage Publications.

Hurtz, G. M., & Donovan, J. J. (2000). Personality and job performance: The Big Five revisited. Journal of Applied
Psychology, 85, 869-879. 10.1037/0021-9010. 85.6.869.

“Nlarda, E., & Findlay, B. M. (2006). Emotional intelligence and propensity to be a teamplayer. E-Journal of
Applied Psychology, 2, 19-29.

“Tvcevic, Z., Brackett, M. A., & Mayer, J. D. (2007). Emotional intelligence and emotional creativity. Journal of
Personality, 75, 199-236. 10.1111/j. 1467-6494. 2007.00437 .x.

*Jennings, S., & Palmer, B. R. (2007). Enhancing sales performance through emotional intelligence development.
Organisations & People, 14, 55-61.

Jex, S. M. (1998). Stress and job performance. Thousand Oaks, CA: Sage.

Johnson, J. W. (2000). A heuristic method for estimating the relative weight of predictor variables in multiple
regression. Multivariate Behavioral Research, 35, 1-19. 10.1207/S15327906MBR3501_1.

Johnson, J. W. (2001). Computer program exchange: Rweight: Computing the relative weight of predictors in a
regression. Applied Psychological Measurement, 25, 342. 10.1177/01466210122032190.

Johnson, J. W., & LeBreton, J. M. (2004). History and use of relative importance indices in organizational research.
Organizational Research Methods, 7, 238-257. 10.1177/1094428104266510.

Jordan, P. J., Ashkanasy, N. M., & Hartel, C. E. J. (2002). Emotional intelligence as a moderator of emotional and
behavioral reactions to job insecurity. Academy of Management Review, 27, 361-372. 10.2307/4134384.

Jordan, P. J., Ashkanasy, N. M., Hirtel, C. E. J., & Hooper, G. S. (2002). Workgroup emotional intelligence: Scale
development and relationship to team process effectiveness and goal focus. Human Resource Management
Review, 12, 195-214. 10.1016/S1053-4822(02)00046-3.

Jordan, P. J., Dasborough, M. T., Daus, C. S., & Ashkanasy, N. M. (2010). A call to context: Comments on
emotional intelligence and emotional social competencies. Industrial and Organizational Psychology: Perspect-
ives on Science and Practice, 3, 1-4.

Joseph, D. L., & Newman, D. A. (2010). Emotional intelligence: An integrative meta-analysis and cascading
model. Journal of Applied Psychology, 95, 54-78. 10.1037/a0017286.

Judge, T. A., Bono, J. E., Ilies, R., & Gerhardt, M. W. (2002). Personality and leadership: A qualitative and
quantitative review. Journal of Applied Psychology, 87, 765-780. 10.1037/0021-9010. 87.4.765.

Judge, T. A., Colbert, A. E., & Ilies, R. (2004). Intelligence and leadership: A quantitative review and test of
theoretical propositions. Journal of Applied Psychology, 89, 542-552. 10.1037/0021-9010. 89.3.542.

Keele, S. M., & Bell, R. C. (2007). The factorial validity of emotional intelligence: An unresolved issue.
Personality and Individual Differences, 44, 487-500. 10.1016/j.paid.2007.09.013.

Copyright © 2010 John Wiley & Sons, Ltd. J. Organiz. Behav. 32, 788-818 (2011)
DOI: 10.1002/job



EMOTIONAL INTELLIGENCE AND JOB PERFORMANCE 815

Kellett, J. B., Humphrey, R. H., & Sleeth, R. G. (2002). Empathy and complex task performance: Two routes to
leadership. Leadership Quarterly, 13, 523-544. 10.1016/S1048-9843(02)00142-X.

Kellett, J. B., Humphrey, R. H., & Sleeth, R. G. (2006). Empathy and the emergence of task and relations leaders.
Leadership Quarterly, 17, 146-162. 10.1016/j.1leaqua.2005.12.003.

*Kerr, R., Garvin, J., Heaton, N., & Boyle, E. (2006). Emotional intelligence and leadership effectiveness.
Leadership & Organization Development Journal, 27, 265-279. 10.1108/01437730610666028.

“Kluemper, D. H. (2006). An examination of ability-based emotional intelligence in the structured employment
interview. Unpublished Doctoral Dissertation, Oklahoma State University, Stillwater.

“Kluemper, D. H. (2008). Trait emotional intelligence: The impact of core-self evaluations and social desirability.
Personality and Individual Differences, 44, 1402-1412. 10.1016/j.paid.2007.12.008.

*Lam, L. T., & Kirby, S. L. (2002). Is emotional intelligence an advantage? An exploration of the impact of
emotional and general intelligence on individual performance. Journal of Social Psychology, 142, 133-143.

Landy, F. J. (2005). Some historical and scientific issues related to research on emotional intelligence. Journal of
Organizational Behavior, 26, 411-424. 10.1002/job.317.

“Langhorn, S. (2004). How emotional intelligence can improve management performance. International Journal
of Contemporary Hospitality Management, 16, 220-230. 10.1108/09596110410537379.

“Law, K. S., Wong, C. S., Huang, G. H., & Li, X. (2008). The effects of emotional intelligence on job performance
and life satisfaction for the research and development scientists in China. Asia Pacific Journal of Management,
25, 51-69. 10.1007/s10490-007-9062-3.

“Law, K. S., Wong, C. S., & Song, L. J. (2004). The construct and criterion validity of emotional intelligence and its
potential utility for management studies. Journal of Applied Psychology, 89, 483-496. 10.1037/0021-9010.
89.3.483.

LeBreton, J. M., Hargis, M. B., Griepentrog, B., Oswald, F. L., & Ployhart, R. E. (2007). A multidimensional
approach for evaluating variables in organizational research and practice. Personnel Psychology, 60, 475—498.

Lenaghan, J. A., Buda, R., & Eisner, A. B. (2007). An examination of the role of emotional intelligence in work and
family conflict. Journal of Managerial Issues, 19, 76-94.

*Lii, S. Y., & Wong, S. Y. (2008). The antecedents of overseas adjustment and commitment of expatriates.
International Journal of Human Resource Management, 19, 296-313. 10.1080/09585190701799861.

Locke, E. A. (2005). Why emotional intelligence is an invalid concept. Journal of Organizational Behavior, 26,
425-431. 10.1002/job.318.

“Lopes, P. N., Brackett, M. A., Nezlek, J. B., Schutz, A., Sellin, L., & Salovey, P. (2004). Emotional intelligence and
social interaction. Personality and Social Psychology Bulletin, 30, 1018-1034. 10.1177/0146167204264762.

“Lopes, P. N., Salovey, P., Coté, S., Beers, M., & Petty, R. E. (2005). Emotion regulation abilities and the quality of
social interaction. Emotion, 5, 113-118. 10.1037/1528-3542. 5.1.113.

“Lopes, P. N., Salovey, P., & Straus, R. (2003). Emotional intelligence, personality, and the perceived quality of
social relationships. Personality and Individual Differences, 35, 641-658. 10.1016/S0191-8869(02)00242-8.

*Marquez, P. G.-O., Martin, R. P., & Brackett, M. A. (2006). Relating emotional intelligence to social competence
and academic achievement in high school students. Psicothema, 18, 118-123.

Mayer, J. D. (1999). Emotional intelligence: Popular or scientific psychology? APA Monitor, 30, 50.

*Mayer, J. D., Caruso, D. R., & Salovey, P. (1999). Emotional intelligence meets traditional standards for an
intelligence. Intelligence, 27, 267-298. 10.1016/S0160-2896(99)00016-1.

Mayer, J. D., & Salovey, P. (1997). What is emotional intelligence? In P. Salovey (Ed.), Emotional development
and emotional intelligence (pp. 3-31). New York: Basic Books.

Mayer, J. D., Salovey, P., & Caruso, D. (2002). Mayer—Salovey—Caruso Emotional Intelligence Test (MSCEIT):
User’s manual. Toronto, ON: Multi-Health Systems.

Mayer, J. D., Salovey, P., Caruso, D., & Sitarenios, G. (2003). Measuring emotional intelligence with the MSCEIT
V2.0. Emotion, 3, 97-105. 10.1037/1528-3542. 3.1.97.

McDaniel, M. A., Hartman, N. S., Whetzel, D. L., & Grubb, W. L., III (2007). Situational judgment tests, response
instructions, and validity: A meta-analysis. Personnel Psychology, 60, 63-91. 10.1111/j. 1744-6570.
2007.00065.x.

McDaniel, M. A., Rothstein, H. R., & Whetzel, D. L. (2006). Publication bias: A case study of four test vendors.
Personnel Psychology, 59, 927-953. 10.1111/j. 1744-6570. 2006.00059.x.

*Mestre, J. M., Guil, R., Lopes, P., Salovey, P., & Gil-Olarte, P. (2006). Emotional intelligence and social and
academic adaptation to school. Psicothema, 18, 112—-117.

*Mikolajczak, M., Luminet, O., Leroy, C., & Roy, E. (2007). Psychometric properties of the trait emotional
intelligence questionnaire: Factor structure, reliability, construct, and incremental validity in a French-speaking
population. Journal of Personality Assessment, 88, 338-353. 10.1080/00223890701333431.

Copyright © 2010 John Wiley & Sons, Ltd. J. Organiz. Behav. 32, 788-818 (2011)
DOI: 10.1002/job



816 E. H. O'BOYLE JR. ET AL.

Morgeson, F. P., Campion, M. A., Dipboye, R. L., Hollenbeck, J. R., Murphy, K., & Schmitt, N. (2007). Are we
getting fooled again coming to terms with limitations in the use of personality tests for personnel selection.
Personnel Psychology, 60, 1029-1049. 10.1111/j. 1744-6570. 2007.00100.x.

*Moss, S., Ritossa, D., & Ngu, S. (2006). The effect of follower regulatory focus and extraversion on leadership
behavior: The role of emotional intelligence. Journal of Individual Differences, 27, 93—-107. 10.1027/1614-
0001. 27.2.93.

Mount, M. K., Barrick, M. R., Scullen, S. M., & Rounds, J. (2005). Higher-order dimensions of the Big Five
personality traits and the Big Six vocational interest types. Personnel Psychology, 58,447-478.10.1111/j. 1744-
6570. 2005.00468.x.

*Mueller, J. S., & Curhan, J. R. (2006). Emotional intelligence and counterpart mood induction in a negotiation.
International Journal of Conflict Management, 17, 110-128. 10.1108/10444060610736602.

*Muniz, M., & Primi, R. (2007). Emotional intelligence and performance in military police: Validity of the
MSCEIT. Aletheia, 25, 66-81.

*Murensky, C. L. (2000). The relationship between emotional intelligence, personality, critical thinking ability,
and organizational leadership performance at upper levels of management. Unpublished Doctoral Dissertation,
George Mason University, Fairfax.

*Muris, P., Meesters, C., & Fijen, P. (2003). The self-perception profile for children: Further evidence for its factor
structure, reliability, and validity. Personality and Individual Differences, 35, 1791-1802. 10.1016/S0191-
8869(03)00004-7.

*Nel, H. (2001). An industrial psychological investigation into the relationship between emotional intelligence and
performance in the call centre environment. Unpublished Master’s Thesis, University of Stellenbosch, Matie-
land.

“Newsome, S., Day, A. L., & Catano, V. M. (2000). Assessing the predictive validity of emotional intelligence.
Personality and Individual Differences, 29, 1005-1016. 10.1016/S0191-8869(99)00250-0.

*O’Connor, R. M., Jr., & Little, I. S. (2003). Revisiting the predictive validity of emotional intelligence: Self-report
versus ability-based measures. Personality and Individual Differences, 35, 1893-1902. 10.1016/S0191-
8869(03)00038-2.

Offermann, L. R., Bailey, J. R., Vasilopoulos, N. L., Seal, C., & Sass, M. (2004). The relative contribution of
emotional competence and cognitive ability to individual and team performance. Human Performance, 17, 219—
243. 10.1207/s15327043hup1702_5.

Ones, D. S. (1993). The construct validity of integrity tests. Unpublished Doctoral Dissertation, University of lowa.

*Pallazza, R., & Bar-On, R. (1995). A study of the emotional intelligence of convicted criminals. Unpublished
manuscript.

“Palmer, B. R. (2003). An analysis of the relationships between various models and measures of emotional
intelligence. Unpublished Doctoral Dissertation, Swinburne University of Technology, Melbourne.

*Palmer, B. R., & Jennings, S. (2007). Enhancing sales performance through emotional intelligence development.
Organisations & People, 14, 55-61.

*Pellitteri, J. (2002). The relationship between emotional intelligence and ego defense mechanisms. Journal of
Psychology, 136, 182-194.

*Perlini, A. H., & Halverson, T. R. (2006). Emotional intelligence in the National Hockey League. Canadian
Journal of Behavioural Science, 38, 109-119. 10.1037/cjbs2006001.

*Petrides, K. V., & Furnham, A. (2001). Trait emotional intelligence: Psychometric investigation with reference to
established trait taxonomies. European Journal of Personality, 15, 425-448. 10.1002/per.416.

*Petrides, K. V., & Furnham, A. (2006). The role of trait emotional intelligence in a gender-specific model of
organizational variables. Journal of Applied Social Psychology, 36, 552-569.

Podsakoff, N. P., LePine, J. A., & LePine, M. A. (2007). Differential challenge stressor-hindrance stressor
relationships with job attitudes, turnover intentions, turnover and withdrawal behavior: A meta-analysis. Journal
of Applied Psychology, 92, 438-454. 10.1037/0021-9010. 92.2.438.

*Prati, L. M. (2004). Emotional intelligence as a facilitator of the emotional labor process. Unpublished Doctoral
Dissertation, Florida State University.

Pugh, S. D. (2001). Service with a smile: Emotional contagion in the service encounter. Academy of Management
Journal, 44, 1018-1027. 10.2307/3069445.

Rafaeli, A., & Sutton, R. I. (1990). Busy stores and demanding customers: How do they affect the display of
positive emotion? Academy of Management Journal, 33, 623-637. 10.2307/256584.

"Rivers, S. E., Brackett, M. A., Katulak, N. A., & Salovey, P. (2007). Regulating anger and sadness: An exploration
of discrete emotions in emotion regulation. Journal of Happiness Studies, 8, 393—-427. 10.1007/s10902-006-
9017-2.

Copyright © 2010 John Wiley & Sons, Ltd. J. Organiz. Behav. 32, 788-818 (2011)
DOI: 10.1002/job



EMOTIONAL INTELLIGENCE AND JOB PERFORMANCE 817

*Roberts, R. D., Zeidner, M., & Matthews, G. (2001). Does emotional intelligence meet traditional standards for an
intelligence? Some new data and conclusions. Emotion, 1, 196-231. 10.1037//1528-3542. 1.3.196.

“Rode, J. C., Mooney, C. H., Arthaud-Day, M. L., Near, J. P.,, Baldwin, T. T., Rubin, R. S., et al. (2007). Emotional
intelligence and individual performance: Evidence of direct and moderated effects. Journal of Organizational
Behavior, 28, 399-421. 10.1002/job.429.

“Romanelli, F., Cain, J., & Smith, K. M. (2006). Emotional intelligence as a predictor of academic and/or
professional success. American Journal of Pharmaceutical Education, 70, 1-10.

“Rosete, D., & Ciarrochi, J. (2005). Emotional intelligence and its relationship to workplace performance
outcomes of leadership effectiveness. Leadership & Organization Development Journal, 26, 388-399.
10.1108/01437730510607871.

Rothstein, H. R. (1990). Interrater reliability of job performance ratings: Growth to asymptote level with increasing
opportunity to observe. Journal of Applied Psychology, 75, 322-327. 10.1037/0021-9010. 75.3.322.

*Rozell, E. J., Pettijohn, C. E., & Parker, R. S. (2004). Customer-oriented selling: Exploring the roles of emotional
intelligence and organizational commitment. Psychology and Marketing, 21, 405-424. 10.1002/mar.20011.
Sackett, P. R., & Yang, H. (2000). Correction for range restriction: An expanded typology. Journal of Applied

Psychology, 85, 112-118. 10.1037/0021-9010. 85.1.112.

*Saklofske, D. H., Austin, E. J., Galloway, J., & Davidson, K. (2007). Individual difference correlates of health-
related behaviours: Preliminary evidence for links between emotional intelligence and coping. Personality and
Individual Differences, 42, 491-502. 10.1016/j.paid.2006.08.006.

*Saklofske, D. H., Austin, E. J., & Minski, P. S. (2003). Factor structure and validity of a trait emotional
intelligence measure. Personality and Individual Differences, 34, 707-721. 10.1016/S0191-8869(02)00056-9.

*Sala, F. (2003). Leadership in education: Effective UK college principals. Nonprofit Management and Leadership,
14, 171-189.

*Sala, F. (2005). Making connections: The link between emotional intelligence and sales performance. Australian
Institute of Training Development, 32, 1-25.

*Salovey, P., & Mayer, J. D. (1990). Emotional intelligence. Imagination, Cognition and Personality, 9, 185-211.
10.2190/DUGG-P24E-52WK-6CDG.

*Sardo, D. P. (2005). Making connections: The link between emotional intelligence and sales performance.
Training and Development in Australia. Paper presented at Persona Conference, San Francisco.

Schmidt, F. L., Shaffer, J. A., & Oh, 1.-S. (2008). Increased accuracy for range restriction corrections: Implications
for the role of personality and general mental ability in job and training performance. Personnel Psychology, 61,
827-868. 10.1111/j. 1744-6570. 2008.00132.x.

*Schulte, M. J., Ree, M. J., & Carretta, T. R. (2004). Emotional intelligence: Not much more than G and
personality. Personality and Individual Differences, 37, 1059—1068. 10.1016/j.paid.2003.11.014.

*Schutte, N. S., Malouff, J. M., Hall, L. E., Haggerty, D. J., Cooper, J. T., Golden, C. J., et al. (1998). Development
and validation of a measure of emotional intelligence. Personality and Individual Differences, 25, 167-177.
10.1016/S0191-8869(98)00001-4.

*Semadar, A., Robins, G., & Ferris, G. R. (2006). Comparing the validity of multiple social effectiveness constructs in
the prediction of managerial job performance. Journal of Organizational Behavior, 27,443-461.10.1002/job.385.

*Sergio, R. P. (2001). Emotional intelligence and mental ability as determinants of job performance among plant
supervisors in selected manufacturing firms. Unpublished Master’s Thesis, De La Salle University, Dasmarinas.

*Sevinc, L. (2001). The effect of emotional intelligence on career success: Research on the 1990 graduates of
Business Administration Faculty of Istanbul University. Unpublished Master’s Thesis, Istanbul University,
Istanbul.

*Shi, J., & Wang, L. (2007). Validation of Emotional Intelligence Scale in Chinese University students. Personality
and Individual Differences, 43, 377-387. 10.1016/j.paid.2006.12.012.

*Sjoberg, L., & Littorin, P. (2005). Emotional intelligence, personality and sales performance. Emotional
Intelligence Research Insights, 1, 126—142.

*Sjoberg, L., Littorin, P., & Engelberg, E. (2005). Emotional intelligence, personality, and sales performance.
Organisational Theory and Practice, 2, 21-37.

*Stagg, G., & Gunter, D. (2002). Emotional intelligence in the fire service. Working paper, London Fire Brigade.

*Stone, H., Parker, J. D. A., & Wood, L. M. (2005). Report on the Ontario principals’ council leadership study.
Ontario, Canada: Ontario Principals’ Council. Retrieved March 4, 2005 from http://www.eiconsortium.org/pdf/
opc_leadership_study_final_report.pdf.

*Sue-Chan, C., & Latham, G. P. (2004). The situational interview as a predictor of academic and team
performance: A study of the mediating effects of cognitive ability and emotional intelligence. International
Journal of Selection & Assessment, 12, 312-320. 10.1111/j.0965-075X.2004.00286.x.

Copyright © 2010 John Wiley & Sons, Ltd. J. Organiz. Behav. 32, 788-818 (2011)
DOI: 10.1002/job



818 E. H. O'BOYLE JR. ET AL.

*Sy, T., Tram, S., & O’Hara, L. A. (2006). Relation of employee and manager emotional intelligence to job
satisfaction and performance. Journal of Vocational Behavior, 68, 461-473. 10.1016/j.jvb.2005.10.003.

Tett, R. P, & Christiansen, N. D. (2007). Personality tests at the crossroads: A response to Morgeson, Campion,
Dipboye, Hollenbeck, Murphy, and Schmitt (2007). Personnel Psychology, 60, 967-993. 10.1111/j. 1744-6570.
2007.00098 .x.

“Tett, R. P., Fox, K. E., & Wang, A. (2005). Development and validation of a self-report measure of emotional
intelligence as a multidimensional trait domain. Personality and Social Psychology Bulletin, 31, 859-888.
10.1177/0146167204272860.

*Tombs, S. (2005). Challenging the bell curve: An assessment of the role of emotional intelligence in career
placement and performance. Unpublished Doctoral Dissertation, University of York.

*United States General Accounting Office. (1998). Military recruiting: The Department of Defense could improve
its recruiter selection and incentive systems. A United States Congressional Report submitted to the Committee
on Armed Services in the United States Senate on the 30th of January 1998 (GAO/NSIAD - 98-58).

*Vakola, M., Tsaousis, 1., & Nikolaou, I. (2004). The role of emotional intelligence and personality variables on
attitudes toward organisational change. Journal of Managerial Psychology, 19, 88-110. 10.1108/
02683940410526082.

“Van der Merwe, P. R., Coetzee, S., & De Beer, M. (2005). Measuring emotional intelligence (EQ): A construct
comparison between the Bar-On EQ-I and the OPQ32i EI report. Southern African Business Review, 9, 34-50.

Van Rooy, D., & Viswesvaran, C. (2004). Emotional intelligence: A meta-analytic investigation of predictive
validity and nomological net. Journal of Vocational Behavior, 65, 71-95. 10.1016/S0001-8791(03)00076-9.

*Van Rooy, D. L., Alonso, A., & Viswesvaran, C. (2005). Group differences in emotional intelligence scores:
Theoretical and practical implications. Personality and Individual Differences, 38, 689-700. 10.1016/
j-paid.2004.05.023.

Van Rooy, D. L., Viswesvaran, C., & Pluta, P. (2005). An evaluation of construct validity: What is this thing called
emotional intelligence. Human Performance, 18, 445-462. 10.1207/s15327043hup1804_9.

“Van Sickle, J. L. (2004). The relationship between emotional intelligence and coaching effectiveness in Division [
head softball coaches. Unpublished Doctoral Dissertation, University of Kentucky, Lexington.

Viswesvaran, C., & Ones, D. S. (1995). Theory testing: Combining psychometric meta-analysis with structural
equation modeling. Personnel Psychology, 48, 865-885.

*Warwick, J., & Nettelbeck, T. (2004). Emotional intelligence is . ..? Personality and Individual Differences, 37,
1091-1100. 10.1016/j.paid.2003.12.003.

*Weathington, B. L., Pemmant, R. S., & Watson, P. J. (2008). Emotional intelligence, Alexithymia, cognitive
ability, and decision making: An analysis of consistent rational choice. Unpublished Manuscript.

*Wong, C.-S., Foo, M.-D., Wang, C.-W., & Wong, P.-M. (2007). The feasibility of training and development of EI:
An exploratory study in Singapore, Hong Kong and Taiwan. Intelligence, 35, 141-150. 10.1016/
j-intell.2006.04.008.

*Wong, C.-S., & Law, K. S. (2002). The effects of leader and follower emotional intelligence on performance and
attitude: An exploratory study. Leadership Quarterly, 13, 243-274. 10.1016/S1048-9843(02)00099-1.

*Wong, C.-S., Law, K. S., & Wong, P.-M. (2004). Development and validation of a forced choice emotional
intelligence measure for Chinese respondents in Hong Kong. Asia Pacific Journal of Management, 21, 535-559.
10.1023/B:APIM.0000048717.31261.dO0.

*Wong, C.-S., Wong, P-M., & Law, K. S. (2007). Evidence of the practical utility of Wong’s Emotional
Intelligence Scale in Hong Kong and mainland China. Asia Pacific Journal of Management, 24, 43-60.
10.1007/s10490-006-9024-1.

*Wu, M. B., & Stemler, S. E. (2008). Resident advisor general intelligence, emotional intelligence, personality
dimensions, and internal belief characteristics as predictors of rated performance. NASPA Journal, 45, 528-559.

*Zeidner, M., & Kaluda, I. (2008). Romantic love: What’s emotional intelligence (EI) got to do with it? Personality
and Individual Differences, 44, 1684-1695. 10.1016/j.paid.2008.01.018.

*Zeidner, M., Shani-Zinovich, I., Matthews, G., & Roberts, R. D. (2005). Assessing emotional intelligence in
gifted and non-gifted high school students: Outcomes depend on the measure. Intelligence, 33, 369-391.
10.1016/j.intell.2005.03.001.

*Zizzi, S. J., Deaner, H. R., & Hirschhorn, D. K. (2003). The relationship between emotional intelligence and
performance among college basketball players. Journal of Applied Sport Psychology, 15, 262-269. 10.1080/
10413200305390. Figure 1. Publication bias. results.

Copyright © 2010 John Wiley & Sons, Ltd. J. Organiz. Behav. 32, 788-818 (2011)
DOI: 10.1002/job



