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Abstract

Extravagant claims have been made about the role of Emotional Intelligence (EI) in Effective Leader-
ship (EL); (Ashkanasy & Daus, 2005; Barbuto & Burbach, 2006; Goleman 1995, 1998). Other researchers
question the linkage between EI and EL (Smith, 2005; Weinberger, 2003). The purpose of this paper
was to conduct a meta-analysis to ascertain if there was empirical evidence to support the inclusion of
emotional intelligence in the formal leadership evaluation process. It is proposed in this paper that Emo-
tional Intelligence be a part of formative evaluation. The purpose of this study was to assess the effect of
emotional intelligence on effective leadership. One Hundred and Forty-one studies were reviewed for pos-
sible analysis. Ultimately, 48 studies met the criteria for inclusion in the study. The study concludes that
there is a moderately strong relationship between emotional intelligence and effective leadership. This
study has implications for both the assessment of EI in current leaders and candidates for Educational
Leadership Preparation Programs (ELPP).
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1 Introduction

Over the course of the past two decades several new leadership attributes have been introduced to the
leadership literature. Among these contemporary leadership properties are emotional intelligence, cultural
intelligence and contextual intelligence (Earley & Mosakowski, 2004; Goleman, 1995; Silverthorne, 2004).
Although these leadership attributes are frequently listed as highly desirable attributes for leaders to possess
they are seldom incorporated into the formal leadership evaluation and development process. The purpose
of this paper was to attempt to evaluate one of the new leadership archetypes, emotional intelligence, to
determine its suitability for inclusion in the school leadership evaluation process.

The stated purpose of formative evaluation is to help individuals improve their performance (Young &
Castetter, 2004). The notion driving the analysis described in this paper is that if emotional intelligence
can be linked to effective leadership it should be part of the formative evaluation process and included in
leadership development activities.

2 Major Eras

Goffee and Jones (2000) contend that since the 1920s there have been three major eras that represent
evolution in thinking about leadership. The three theories that represent these eras are (a) Trait Theory,
(b) Style Theory, and (c) Contingency Theory. The first era cited by Goffee and Jones was the era of Trait
theory. Trait Theory focused on the traits or characteristics necessary for effective leadership. Trait theory
eventually lapsed into disfavor because empirical studies failed to provide a definitive list of leadership traits
that could be linked to effective leadership (Northouse, 2004). Trait Theory was eventually supplanted by
Style Theory. Yukl (1994) noted that researchers have had difficulty in linking effective leadership to a
specific style of leadership because of difficulties in conducting empirical studies that support both trait and
style theory as effective conceptual prisms from which to view leadership. The current candidate for an
explanation of effective leadership is Contingency Theory. Contingency Theory suggests that specific skills
are required in specific leadership situations (Goffee & Jones).

3 Emotional Intelligence

One skill set frequently cited in the literature as necessary in a variety of situations are the intrapersonal and
interpersonal skills associated with Emotional Intelligence (Downey, Papageorgiou, Stough, 2006;Dulewicz
& Higgs, 2003; Rosete and Ciarrochi, 2005). While there are numerous studies that provide empirical
evidence that EI has a positive effect on leadership effectiveness, (Coetzee & Schaap, 2004; Kerr, Garvin,
Heaton, Boyle, 2006; Goleman, 1995,1998; Leban & Zulauf, 2004; Srivsastaava, Bharamanaikar, 2004; Wong
& Law, 2002), there are also studies that provide empirical evidence that EI has no statistical significance in
leadership effectiveness (Barbuto & Burbach, 2006; Barchard, 2003; Brown, 2005; Brown, Bryant, & Reilly,
2006; Schulte 2002; Weinberger, 2003).

4 Defining Effective Leadership and Emotional Intelligence

The question of definitions is a key element in conducting any research and a particularly critical component
of any meta-analysis. The problem of defining leadership is well established in the literature (Bass, 1990;
Collins, 2001; Nahavandi, 2003; Northhouse, 2004; Stogdill, 1974). Stoghill said that “there are almost as
many different definitions of leadership as there are people who have tried to define it” (p.7). Collins contends
that vague, expansive definitions of leadership create problems when analyzing organizational issues. When
we define leadership by ascribing unlimited and undifferentiated functions and activities in an organization
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to leadership, according to Collins, we have really not defined leadership at all. We have simply thrown up
our hands in frustration and “we prevent ourselves from gaining deeper, more scientific understanding about
what makes companies tick” (p.22).

Although acknowledging the difficulty of providing a precise definition of leadership, Nahavandi (2003)
and Northhouse (2004), after conducting comprehensive reviews of the leadership literature, have found
elements common to the phenomena of leadership no matter where or how leadership is exercised. Both
Nahavandi and Northouse list three common elements. Those three elements are as follows: (a) Leadership
involves interaction with a group; (b) Leadership involves the exercise of influence; and (c) Leadership
involves the attainment of a goal.

Once we have established a reasonably precise definition of leadership then effective leadership must be
defined. Northhouse (2004) stated that leadership effectiveness is measured by the attainment of goals or
objectives within a leadership context. Hartman (1999) contends that leadership effectiveness is defined both
objectively and subjectively. Subjective measures are usually based on ratings obtained from the leader’s
superiors, peers, or subordinates. Examples of objective measures of performance or goal attainment can
include profits, profit margin, test scores, graduation rates, sales increases, market shares, or profitability.
(Hartman, 1999) The two instruments used to measure leadership effectiveness most frequently cited in
the studies included in the meta-analysis were the Multifactor Leadership Questionnaire (MLQ) and the
Leadership Practices Inventory (LPI). The MLQ, developed by Bass and Avolio (2000), is a 45-question
questionnaire that attempts to determine the multiple factors constituting a persons’ leadership style. The
Leadership Practices Inventory (LPI), developed by Kouzes and Posner (1995), has been used to assess over
350,000 individuals’ leadership skills. It is based on qualitative and quantitative research of everyday actions
and behaviors of exemplary leaders in a variety of settings.

5 Models of Emotional Intelligence

Researchers of emotional intelligence classify their conception of emotional intelligence as either ability
models or mixed models. Ability models of emotional intelligence focus on the interplay of emotion and
intelligence as traditionally defined while mixed models describe a conception of intelligence that includes
mental abilities and other traits and talents including personality (Mayer, Salovey, & Caruso, 2000). Drawing
from diverse elements of the EI literature, EI was defined for purposes of this study as the advanced ability
to use self awareness and insight into self and others’ emotion to aid in cognitive processes to produce desired
outcomes (Bar-On, 1997; Dulewicz & Higgs 2000; Goleman, 1998; Mayer, Salovey, & Caruso, 2000; McEnrue
& Groves, 2006). One of the most frequently used instruments to measure emotional intelligence cited in
this meta-analysis was the Mayer Salovey Caruso Emotional Intelligence Test (MSCEIT). The MSCEIT is
an ability-based scale that measures the capacity to reason using feelings and the capacity of feelings to
enhance thought.

6 Pertinent Literature

A meta-analysis conducted by Van Rooy and Viswesvaran (2004) was of assistance in informing the current
study of the relationship between emotional intelligence and effective leadership. It is important to note
that the Van Rooy and Viswesvaran study focused on work place performance and emotional intelligence.
Also critical to the validity of this analysis were studies that questioned whether emotional intelligence had
a significant effect on leadership effectiveness (Brown et al., 2006; Buford, 2001; Collins, 2001; Schulte, 2002;
Weinberger, 2003). For example, Antonakis’ 2004 study was included in the meta-analysis. Antonakis’
main argument against EI stems from commercial claims that El is apparently twice as important as IQ or
technical skills for leadership effectiveness (see also Goleman, 1998). As stated by Mayer and Caruso (2002),
EI is an important capability, but one that co-exists with other strengths and weaknesses. The inclusion
of Antonakis’ study and other work that questioned the linkage of EI to leadership effectiveness or stated
specifically that EI did not contribute to leadership effectiveness provide more credibility for the ultimate
conclusions of the study. It is also important to note that in order to avoid publication bias many of the

http://cnx.org/content/m24427/1.1/



Connexions module: m24427 4

studies included in this study were unpublished. Publication bias often occurs in meta-analysis when an
emphasis is placed on published studies. Published studies tend to favor the subject under investigation
(Hamer & Simpson, 2002).

7 Methods

The purpose of this paper was to conduct a meta-analysis of appropriate studies to ascertain if a consistent,
research-based link can be established between the concept of emotional intelligence and effective leadership.
If this link can be established, it could have a significant impact on the evaluation of educational leaders in
schools as well as other educational settings. This linkage would also have implications for the exercise of
leadership in educational arenas.

A meta-analysis is defined as “the statistical analysis of a large collection of analysis results from in-
dividual results for the purpose of integrating the findings” (Glass, McGaw & Smith, 1981, p.3). Hamer
and Simpson (2002) state that meta-analysis is a particularly useful tool for synthesizing and integrating
large quantities of information from many studies with contradictory information. Since a large body of
contradictory information exists on the question of whether emotional intelligence does have an effect on
effective leadership it was thought a meta-analysis examining the relationship between emotional intelligence
and effective leadership would be helpful in answering many of the questions surrounding this newly popular
concept. A meta-analysis of this relationship can help those responsible for school leadership determine if
the skills associated with Emotional Intelligence should be an important element in the evaluation of school
leaders.

8 Results of the Study

The comprehensive attempt to identify relevant studies on EI’s effect on leadership effectiveness conducted
between 1990 to the present yielded 141 studies. Forty-eight studies met the criteria for inclusion in the
meta-analysis sample. Those 48 studies yielded 99 correlations for analysis. Over half of the studies included
in this study were in the form of unpublished dissertations (48%) and theses (8%) with forty-one percent of
participants reported serving in the field of business or industry.

Determining the degree of homogeneity of the studies included in a meta-analysis helps to determine the
statistical model to be used. A Q statistic was computed to explore whether the variability across effect sizes
was greater than expected from sampling error alone. Based on a significant result for the Q statistic for
these data, the hypothesis of homogeneity was rejected and a random-effects model was implemented. This
significant Q statistic result was not unexpected given the essential random differences between studies that
were associated with the framework of EI chosen and other study variables (e.g. the framework of leadership
effectiveness, occupational setting, etc.). Incorporation of a random effects model allows for the estimation
of the mean of a distribution of effects which prevents the underestimation of the weight of a small study or
the overestimation of the weight of a large study (Borenstein, Hedges, Higgins, & Rothstein, 2007).

Using Biostat’s Comprehensive Meta-Analysis Software Version 2.0, the 99 effect sizes from the corre-
lational studies with a total of 7,343 subjects were converted into Fisher z scores and an overall effect size
z was computed and converted to the initial metric of correlation coefficient. Based on the rule of thumb
for product moment correlation effect size magnitudes suggested by Lipsey and Wilson (2001), correlation
effect size values are considered small if less than or equal to .10, medium if equal to .25, and large if greater
than or equal to .40. This meta-analysis yielded a combined effect of r= .383 which can be interpreted as a
moderately strong relationship between emotional intelligence and leadership effectiveness.

To examine for possible publication bias, several methods were employed by the researchers. A funnel
plot of the standard error on the vertical axis and the converted Fisher Z effect size on the horizontal axis
was computed and examined (See Figure 1). The plot revealed a largely symmetrical distribution around the
mean effect size with no visual indications of extreme outliers suggesting that the probability of publication
bias is low.
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Figure 1. Funnel Plot
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Further analysis for publication bias incorporated the calculation of a fail-safe N. The fail-safe N estimates
the number of unpublished studies needed to nullify the positive effect found between EI and leadership
effectiveness (Lipsey & Wilson). This meta-analysis incorporates data from 48 studies and using the CMA
software, the fail-safe N is 11,249. This means that the researcher would need to locate and include 11,249
null studies in order for the combined 2-tailed p-value to exceed 0.05. In other words, there would need to
be 225 missing studies that show a negative or non-significant effect for every observed study for the effect
to be nullified. The fail-safe N test supports the other data that publication bias was likely not an issue
since 62.5% of the studies included were unpublished sources.

9 Discussion

Although claims of the paramount or essential value of emotional intelligence as a component of leadership
may be overstated, the results of this study would suggest that emotional intelligence is at least an important
element in the exercise of effective leadership.

Informal assessments of leaders by subordinates, peers and supervisors may often cause confusion as to
how some individuals manage to achieve and maintain positions of leadership and power. Further, given
that even with adequate ability and training some leaders continue to fail, perhaps emotional intelligence is
a contributing factor. The results of the current study show that EI affects leadership effectiveness. This
finding can have significance for the evaluation of educational leaders. Perhaps a good first step for current
and future educational leaders is an assessment of their own level of emotional intelligence and learning
to be cognizant of how this factor affects their performance. EI provides a structure where emotions are
connected to reasoning in a functional way. Those leaders who recognize and monitor their EI have learned to
utilize their emotions towards the improvement of processing information in order to make better decisions,
support interactions and relationships with others, and exhibit certain behaviors associated with success in
order to be viewed as effective. Regardless of the scale used for assessing EI, the results could be used for
self-reflection or discussion with supervisors as part of a professional development process. Incorporating
these data into a 360 evaluation process might also be a productive approach in providing self and observer
ratings of the leader’s level of EI as a means of improving performance and developing recommendations for
improvement.
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This study also has implications for the assessment of EI in candidates for Educational Leadership
Preparation Programs (ELPP). Potential leaders should begin to develop an understanding of how self-
awareness of emotions and understanding others’ emotions factor into selection, placement, training, and
promotion within an organization as well as their success in an ELPP. Studies like this meta-analysis could
be used to help introduce the need for self-assessment of the role of EI in the workplace and successful
leadership experiences.
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