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Abstract
The concept of Emotional Intelligence in connection to leadership performance has received increased interest over the past decades. This paper explores the evolution of the concept of EI based on research across the decades. Subsequently, an argument is provided for why EI and cognitive ability should be perceived as complementary determinants of leadership success as opposed to mutually exclusive factors that influence leadership success to different extents. Additionally, this paper evaluates three commonly used EI assessment instruments, namely the Trait Emotional Intelligence Questionnaire (TREIQue), the Mayer, Salovey, Caruso Emotional Intelligence Test (MSCEIT), and the Self-Report Emotional Intelligence Test (SREIT). More precisely, the paper analyzes the theoretical foundation for these tests, their uses, target populations, their administration considerations, their validity and reliability, advantages and disadvantages, and the circumstances in which they are recommended.


Assessment of Emotional Intelligence
Introduction
The concept of Emotional Intelligence in connection to leadership performance has received increased interest over the past decades. Emotional Intelligence (EI) can be defined as an aspect of an individual’s performance that is concerned with their ability to identify, understand, process, and regulate emotions in a productive manner (Føllesdal & Hagtvet, 2009). While most researchers cannot conclusively state whether EI is more important than cognitive ability for leadership performance, many agree that these two factors correlate to simultaneously influence leadership success. Consequently, evaluating EI is important for organizations to determine how effectively potential leaders can manage their own emotions and those of their subordinates in a manner that benefits the organization (Føllesdal & Hagtvet, 2009). Accurate EI evaluation requires valid and reliable assessment tools, such as the Trait Emotional Intelligence Questionnaire (TREIQue), the Mayer, Salovey, Caruso Emotional Intelligence Test (MSCEIT), and the Self-Report Emotional Intelligence Test (SREIT).
The Concept of Emotional Intelligence in Organizational Leadership
Initially, the concept of EI was based on research in social intelligence, whereby EI was identified as an aspect of social intelligence that entailed understanding one’s feelings and those of other individuals (Fiori & Vesely-Maillefer, 2018). Subsequently, Goleman’s claims that EI may be more important than cognitive abilities instigated additional research that altered the conceptualization of EI to include aspects such as an individual’s personality, ability to process knowledge, their temper, and other aspects (Fiori & Vesely-Maillefer, 2018). The current understanding of EI classifies the concept into ability EI and trait EI. The trait EI proponents perceive EI as a personality trait, while ability EI proponents perceive EI as a cognitive ability that is dependent on one’s ability to process information regarding emotions (Fiori & Vesely-Maillefer, 2018). Nonetheless, some perceive EI as a mixture of both cognitive abilities and personality traits (Fiori & Vesely-Maillefer, 2018).
The classification of EI into ability and trait EI has various implications for organizations that consider using EI assessments for senior leadership. Fundamentally, an organization has to determine whether it considers EI as a trait, ability, or a mixture of both as part of the guiding policies for the assessment process. This organizational conception of EI influences the type of assessment tools that the organization employs in evaluating EI. More precisely, trait EI proponents evaluate EI using self-reported assessment techniques such as self-administered questionnaires, while ability EI proponents assess EI using performance tests (Fiori & Vesely-Maillefer, 2018). On the other hand, if an organization perceives EI as a mixture of both abilities and traits, it has to employ a combination of the assessment tools that effectively evaluate these conceptions of EI. Furthermore, the organization’s conception of EI influences its criteria for the EI qualities that are required by senior leaders to be successful in senior positions (Scott & Pearlman, 2010. For instance, organizations that perceive EI as an ability establish certain abilities that an individual should possess to be successful in senior leadership positions, while organizations that view EI as a trait have to outline certain dispositions that an individual should exhibit to be successful in leadership positions.
The Impact of Emotional Intelligence Versus Cognitive Ability on Leadership Success
According to the existing research, there is a general disagreement regarding whether EI is more important than cognitive ability in determining leadership success. While early research by Goleman proposed that EI may have a more significant impact on leadership success than cognitive ability, more recent research, such as a study by Hosie & Sevastos (2009) found a significant correlation between some aspects of EI and an individual’s leadership performance. Furthermore, some organizational research points out that EI enhances the connection between mental capabilities and work output (Truninger et al., 2018). Conversely, academic research concludes that in instances where an individual has high EI, their cognitive capabilities influence their performance to a lesser extent (Truninger et al., 2018). However, there is insufficient research to conclude whether EI is more significant in determining an individual’s leadership success, with most researchers concluding that EI is just as critical as cognitive ability in determining leadership success.
Consequently, EI and cognitive ability can be perceived as complementary factors that influence leadership success instead of mutually exclusive factors that influence leadership success to different extents. There is sufficient evidence that individual’s emotions interact with their cognitive capabilities to facilitate various mental faculties, including memory, judgment, and ability to focus (Truninger et al., 2018). Accordingly, individuals with inadequate EI poorly interconnect with other individuals in the workplace due to an inability to effectively communicate with and serve others, thereby having low leadership performance regardless of their cognitive capabilities (Truninger et al., 2018). Furthermore, cognitively demanding work assignments are also often emotionally demanding, and organizational leaders often benefit most from being able to dissociate from disturbing emotions to channel their cognitive capabilities in overcoming the challenging tasks (Truninger et al., 2018). Consequently, EI and cognitive ability not only interrelate but also simultaneously influence leadership success in a complementary manner.
Emotional Intelligence Assessment Instruments
[bookmark: _Hlk81512259]The Trait Emotional Intelligence Questionnaire
The Trait Emotional Intelligence Questionnaire (TEIQue) is an empirical assessment tool founded on the EI trait theory which perceives EI as a personality trait (O’Connor et al., 2019). This self-reported questionnaire evaluates four factors, self-control, well-being, sociability, emotionality, and fifteen aspects of the EI trait, which are adaptability, assertiveness, emotion appraisal, emotion expression, emotion management, low impulsiveness, relationships, self-esteem, self-motivation, social awareness, stress management, empathy, happiness and optimism (O’Connor et al., 2019).
The TEIQue is most commonly used in organizations to train or coach individuals on EI because it evaluates fifteen specific facets that enable the trainer to acquire a more detailed assessment of the EI level of the individual who is being assessed (O’Connor et al., 2019). Consequently, the target population for the TEIQue includes potential leadership candidates who need further training to enhance their preparedness. By obtaining an EI score for these candidates based on the 15 trait-based facets of EI, organizations can determine how to best train them to enhance their EI.
According to most studies, the TEIQue has favorable psychometric properties. More specifically, it has high reliability that averages above a 0.5 coefficient in most studies, which implies that it can be repeated without resulting in significant changes in the results (O’Connor et al., 2019). Regarding its validity, most studies awarded the test a Cronbach’s alpha of above 0.85, which implies that the test has high a high validity score (O’Connor et al., 2019).
When administering the test, however, one has to consider the fact that it is self-reported, and can, therefore, provide false results (O’Connor et al., 2019). Test-takers are more likely to cheat, especially if they know that their test results will be accessible to other employees or their supervisors (O’Connor et al., 2019). The test can be acquired for a few hundred dollars by organizations or individuals (O’Connor et al., 2019). Consequently, organizations can incur high costs if the test is administered to many individuals.
The test is advantageous because it allows an organization to identify how its employees manage their specific emotions. Also, the test is not time-consuming to administer and can be translated into different languages. However, its main disadvantage is that the test takers can provide falsified information since it is self-reported data. Consequently, the test-takers can attain high scores in this instrument if they provide responses that are strategic and socially appealing (O’Connor et al., 2019). This is especially common when the test-takers know that their responses will be seen by their workmates or managers (O’Connor et al., 2019). Furthermore, the test can be expensive if it is to be taken several times since it is not free.
The TEIQue is not recommended to select suitable individuals for a certain position because it is not based on the competencies that are required for success in the job position (O’Connor et al., 2019). Nonetheless, it is an effective tool for EI training and executive coaching potential candidates to enhance their preparedness for leadership positions (O’Connor et al., 2019). More precisely, from the responses provided by the test-takers, the organization can determine how best to train them to improve certain traits that are associated with high EI (O’Connor et al., 2019).
The Mayer, Salovey, Caruso Emotional Intelligence
The Mayer, Salovey, Caruso Emotional Intelligence Test (MSCEIT) is an EI test based on the ability EI theory that conceives EI as mental ability (Fiori et al., 2014). The test evaluates four ability dimensions of EI, including the perception of emotions, thought facilitation, understanding emotions, and regulating emotions (O’Connor et al., 2019). The test has 141 items, and each response is correct depending on whether the largest portion of the test takers supports the response (O’Connor et al., 2019).  Since it is ability-based, the test requires that participants solve emotion-related problems that have answers that are deemed to be correct or incorrect (O’Connor et al., 2019).
The MSCEIT is used to evaluate the ability to solve emotional challenges, solve puzzles, and rate emotions in pictures, and can therefore be utilized in personnel selection for positions that require a certain level of EI (O’Connor et al., 2019). The target population for the MSCEIT is employees who have below-average EI levels because the test cannot accurately differentiate EI among individuals with high scores (O’Connor et al., 2019).
Regarding its validity, the MSCEIT has discriminant validity against well-studied personalities and can also accurately predict social deviation (O’Connor et al., 2019). Regarding its construct validity, higher scores correlate to higher happiness levels in the test taker (O’Connor et al., 2019). The test also has a high test-reliability coefficient of over 0.8, which implies that it is reliable (O’Connor et al., 2019). Similarly, its full test split-half reliability is above 0.8, thereby confirming that the test can be repeated without significant changes in the results.
The test is relatively expensive since it costs almost five hundred dollars and is highly commercialized (O’Connor et al., 2019).  When administering the MSCEIT, the organization should consider that the test cannot accurately differentiate normal from above-average individuals (Fiori et al., 2014). Consequently, organizations should use the MSCEIT in combination with other EI tests for more reliable results.
The main advantages of the MSCEIT include the fact that it is based on one’s performance; hence the test taker cannot cheat. This is because the test-takers are told to give the answer they believe is correct and consequently should try to obtain a score as high as possible (O’Connor et al., 2019). Furthermore, the test is simple and can therefore be easily administered and scored to evaluate an individual’s EI. However, the test is time-consuming since it contains numerous entities that provide limited information about some aspects of an individual’s EI (Fiori et al., 2014). Moreover, the test is expensive, which limits its utility in large-scale contexts (Fiori et al., 2014).
Consequently, the MSCEIT is not recommended for use when evaluating employees who cover the entire spectrum of its EI scores (Fiori et al., 2014). This is because the test cannot reliably detect differences in individuals that attain average or above-average EI scores. Conversely, the test can be appropriate for evaluating individuals who attain below-average EI scores (Fiori et al., 2014). As such, the test can be used to identify individuals with low EI who need to need to be trained for further improvement.
The Self-Report Emotional Intelligence Test
The Self-Report Emotional Intelligence Test (SREIT) is a multidimensional assessment tool based on the theory that EI is both a trait and an ability (O’Connor et al., 2019). The test, which is widely used, evaluates four main facets of EI: optimism/mood regulation, appraisal of emotions, social skills, and utilization of emotions (O’Connor et al., 2019). These facets correlate to the aspects measured in most EI assessment tools, which implies that the SREIT was designed to evaluate overall EI (O’Connor et al., 2019). Since it adopts the mixed EI model, the test measures a combination of traits, social skills and competencies that overlap with other personality measures (O’Connor et al., 2019).
The SREIT is typically used to predict success in certain leadership competencies within an organization since it provides a measure that helps organizations to identify leaders who exhibit the required leadership competencies (Bailie & Ekermans, 2006). More precisely, the test can be used to evaluate the appraisal of emotions, mood regulation, and social skills of these potential leadership candidates (O’Connor et al., 2019). As such, the target population for the test includes potential candidates for leadership positions.
The SREIT has high-reliability ratings of over 0.9, and its scores are reliable mostly in adults (O’Connor et al., 2019). Therefore, it can be repeated without significant changes in the results. The test also has high validity ratings, although its construct validity exhibited a strong negative correlation between EI and perceived stress (O’Connor et al., 2019). Regarding its construct validity, the test scores exhibited low correlation with clarity of feelings, depression, and impulse control in an individual (O’Connor et al., 2019).
When administering the test, the organization should consider the fact that it is self-reported, which may affect the validity of the instrument (O’Connor et al., 2019). Since the test-takers provide subjective responses, they can provide falsified responses, especially if they know that their test results can be accessed by other workmates and their supervisor (O’Connor et al., 2019). The test does not cost any money to the organization or individual who is administering it since it is free.
The SREIT only contains 33 items, and therefore takes a short time to complete (O’Connor et al., 2019). Additionally, the test is freely available for use in research and clinical settings (O’Connor et al., 2019). However, the test results are often difficult to interpret. Furthermore, the test is self-reported, which means that an individual may provide falsified responses (O’Connor et al., 2019).
As such, the SREIT is recommended for personnel selection in positions where the leadership competencies have already been identified. This is because the test can accurately evaluate an individual’s appraisal of emotions, use of emotions, mood regulation, and social skills (O’Connor et al., 2019). However, the test should not be used in isolation to evaluate an individual’s personality traits because it is self-reported and therefore allows for falsification of responses. In such instances, it should be combined with other ability-based EI measurement tools.
Conclusion
Therefore, emotional intelligence has been acknowledged as an important determinant of organizational leadership success. The modern conceptualization of EI classifies it into ability and trait EI, with these classifications affecting the assessment instruments used by organizations to evaluate for EI. Furthermore, EI and cognitive ability can be best perceived as complementary factors that interrelate to influence leadership success to various extents, but not as mutually exclusive factors. To assess for EI, various instruments can be used, such as Trait Emotional Intelligence Questionnaire (TREIQue), the Mayer, Salovey, Caruso Emotional Intelligence Test (MSCEIT), and the Self-Report Emotional Intelligence Test (SREIT). While the TREIQue is trait-based, the MSCEIT is ability-based, and the SREIT can best be used as a multidimensional instrument.
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