Australasian Journal of Organisational Psychology o IF |

Thie Aughalasian

http://journals.cambridge.org/ORP oy

. P Organisdtional
Additional services for Australasian Journal of Organisational Psychology: gpsyc-ho,ogy
Email alerts: Click here Crs =
Subscriptions: Click here e
Commercial reprints: Click here o
Terms of use : Click here

Assessing Emotional Intelligence in Leaders and Organisations:
Reliability and Validity of the Emotional Capital Report (ECR)

Martyn Newman, Judith Purse, Ken Smith and John Broderick

Australasian Journal of Organisational Psychology / Volume 8 / January 2015 / €6
DOI: 10.1017/orp.2015.5, Published online: 18 August 2015

Link to this article: http:/journals.cambridge.org/abstract _S205422321500005X

How to cite this article:

Martyn Newman, Judith Purse, Ken Smith and John Broderick (2015). Assessing Emotional Intelligence in Leaders and
Organisations: Reliability and Validity of the Emotional Capital Report (ECR). Australasian Journal of Organisational
Psychology, 8, €6 doi:10.1017/orp.2015.5

Request Permissions : Click here

(SRS JOURMNALS

Downloaded from http://journals.cambridge.org/ORP, IP address: 210.15.243.72 on 19 Aug 2015



Australasian Journal of Organisational Psychology, Volume 8, €6, |-15
© Australasian Psychological Society Ltd 2015. doi 10.1017/0rp.2015.5

Assessing Emotional Intelligence in Leaders and
Organisations: Reliability and Validity of the
Emotional Capital Report (ECR)

Martyn Newman,' Judith Purse,' Ken Smith, and John Broderick3
! RocheMartin Institute, Melbourne, Victoria, Australia

2 Australian Catholic University, Melbourne, Victoria, Australia

3 Dublin Institute of Technology, Dublin, Ireland

This study examined the reliability and validity over a 5-year period of a new measure of emotional intelligence
(El), the Emotional Capital Report (Newman & Purse, 2007), in a sample of 6,874 professional people from
I'l different geographical regions. Results indicated that the ECR had adequate factor structure and the
component scales had good internal consistency and test—retest reliability. Age and gender analyses revealed
minor differences between males and females on seven ECR scales and significant age-related differences
across all scales. The ECR scales had a meaningful pattern of convergent validities in relation to measures
of normal personality, depression, and psychopathology. Construct validity revealed that although measuring
similar constructs to personality and another well-known general measure of El, the ECR was measuring
something distinctive that pertains to the experience of people in professional roles. Furthermore, high
scores on the ECR correlated with jobs involving high emotional labour requirements. Results indicated
that these groups scored consistently higher on all ECR scales. It is recommended future research develop
strategies for further validation of the ECR, as well as the construct of El.

B Keywords emotional intelligence, emotional capital report, organisational psychology psychometric properties,

measurement and evaluation

Global research interest in emotional intelligence (EI) has
continued to grow over the past few years. In particular,
international research has established EI as a viable and
important construct in general and applied psychology, as
well as in applied business settings (Antonakis, Ashkanasy,
& Dasborough, 2009; Mayer, Roberts, & Barsade, 2008;
Law, Wong, & Song, 2004). The continued growth of in-
terest in El in the organisational context has undoubtedly
been driven by claims that EI is predictive of workplace
performance, and this has stimulated interest among hu-
man resource professionals who have considered EI as a
tool for selection and training (Fineman, 2004). A num-
ber of studies have found a meaningful relationship be-
tween El and job performance (Jennings & Palmer, 2007;
Law, Wong, Huang, & Li, 2008; Koman & Wolff, 2008)
and between a range of management, leadership and
professional roles (Abdul & Ehiobuche, 2011; Adeoye
& Torubelli, 2011; Brackett, Rivers, & Salovey, 2011;
Bratton, Dodd, & Brown, 2011; Dulewicz, Young, &

Dulewicz, 2005). In a recent meta-analysis of 48 research
studies examining the relationship between EI and leader-
ship involving 7,343 participants, Mills (2009) reported
a moderately strong relationship between EI and effective
leadership.

From an historical perspective, there are several ap-
proaches to describing EI. The term was initially coined
in German by Leuner (1966) and appeared in English for
the first time in an unpublished doctoral dissertation by
Payne (1986). Its historical roots can be traced back to the
work of Thorndike on ‘social intelligence’ (Thorndike,
1920). More recently, Gardner (1983) put forward a the-
ory of ‘multiple intelligences’ and, in particular, ‘intrap-
ersonal and ‘interpersonal’ intelligence, which has also
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influenced current models (Bar-On, 1997; Newman &
Purse, 2007). Although there are a number of models of
EL until quite recently, three models have dominated the
field. The first is based on the work of Salovey and Mayer
(1990), who originally viewed EI as an aspect of social
intelligence and put forward a theory framed within a
model of intelligence. This model views overall EI as
joining abilities from four areas: (a) accurately perceiving
emotion, (b) using emotions to facilitate thought, (c) un-
derstanding emotion, and (d) managing emotion (Mayer
& Salovey, 1997; Mayer, Salovey, Caruso, & Sitarenios,
2003). These abilities are best measured through perfor-
mance tests such as the Mayer-Salovey-Caruso Emotional
Intelligence Test (MSCEIT; Mayer, Salovey, & Caruso,
2002).

Following Mayer and Salovey (1990), Boyatis, Gole-
man, and Rhee (2000) developed a mixed EI model de-
signed to encompass the social and emotional compe-
tencies that are linked to workplace performance. The
model consists of a number of learned competencies that
are organised into four basic clusters: self-awareness, self-
management, social awareness, and relationship manage-
ment. The primary measures associated with this model
are both multi-rater inventories — the Emotional Com-
petence Inventory (ECI) and the Emotional and So-
cial Competence Inventory (ESCIL; Boyatis, Goleman,
& Hay/McBer, 2008).

The third model is based on work of Bar-On (1988),
who placed EI within the context of personality theory as
a model of wellbeing comprised of a mixture of traits and
skills grouped according to five composite scales: intrap-
ersonal, interpersonal, adaptability, stress management,
and general mood, which at least one observer has noted
share many similarities with the Goleman model (Gow-
ing, 2001). Bar-On’s model is measured by a self-report
inventory — the Emotional Quotient (EQ-i; Bar-On,
1997). And, more recently, in a similar approach to Bar-
On, Petrides and Furnham (2003) also defined a model
from within personality theory as ‘trait emotional intel-
ligence’. Trait EI concerns behavioural dispositions and
self-perceived abilities with reference to personality hi-
erarchies, and is meant to include all ‘personality facets
that are specifically related to affect’ (Petrides, Pita, &
Kokkinaki, 2007, p. 274).

Despite its popularity, EI has remained controversial
with respect to both construct- and criterion-related va-
lidity (Cherniss, 2010; Dulewicz & Higgs, 2000; Landy,
2005; Locke, 2005) and the field still lacks a universally
accepted definition. In the interests of achieving greater
conceptual clarity, a number of researchers have argued
that EI should be distinguished according to two discrete
models: (a) an ‘ability-based’ model that proposes that EI
is a type of intelligence or aptitude and therefore should
overlap with cognitive ability, or (b) a mixed (traits with
abilities) model that includes a combination of intellect
and various measures of personality and affect (Petrides

& Furnham, 2001). There is growing empirical evidence
supporting this distinction and its usefulness (Joseph &
Newman, 2010; Martins, Ramalho, & Morin, 2010; Van
Rooy, Viswesvaran, & Pluta, 2005).

Indeed, concerned that these broader mixed models
of EI do not qualify strictly as EI, Chernis (2010) has
gone further, suggesting a distinction be made between
El and emotional and social competencies (ESC) that
are clearly linked to EI. This position appears similar
to Goleman’s original contention, that social and emo-
tional competencies are ““learned capabilities” based on
emotional intelligence that results in outstanding perfor-
mance at work’ (Goleman, 1998, p. 24) According to
both Chernis (2010) and Goleman (1998), an advan-
tage of the broader competency-based models is that they
consolidate many emotional and social abilities that are
important for personal and professional success into a
single framework. There is a growing body of research
that has linked ESC, as measured by self-report measures
or multi-rater tests, to success in the workplace (Bach-
man, Stein, Campbell, & Sitarenios, 2000; Chia, 2005;
Petrides & Furnham, 2006) and leadership performance
(Barbutto & Burback, 2006; Butler & Chinowsky, 2006;
Cavallo & Drienza, 2004; Gardner & Stough, 2002).

Joseph and Newman (2010), in their recent meta-
analysis, examined the ubiquity of El as a precursor to job
performance, based on the notion of emotional labour;
that is, the expression of positive emotion is an important
part of job performance requirements (Grandey, 2000;
Hochschild, 1983). They reported strong relationships
between mixed EI and job performance in high emo-
tional labour jobs in comparison to low emotional labour
jobs. Similarly, a number of researchers have made explicit
linkages between emotional labour and leadership (Ash-
forth & Humphrey, 1993; Gardner, Fischer, & Hunt,
2009; Humphrey, Kellett, Sleeth, & Hartman, 2008;
Humphrey, Pollack, & Hawver, 2008).

In a recent review of emotional competencies and
leadership theory in organisational psychology, however,
Gooty, Connelly, Griffith, and Gupta (2010) pointed out
that with respect to emotional competencies and leader-
ship there is still a lack of clarity regarding construct def-
initions and psychometric measurement in leadership,
affect, and emotions is less stringent than it needs to
be. They called for a clarification of construct defini-
tions for emotional competencies related to leadership,
and improved research design and psychometric mea-
sures. Moreover, Gooty et al. (2010) proposed that ‘in
the emotional competencies area, psychometric work in
new scale development is required’ (p. 999).

In this regard, the most recent model to emerge to
measure the emotional and social competencies that
are linked to mixed EI is the emotional capital model
(Newman, 2007). Designed as a consensus model that
includes a number of the competencies found in ear-
lier models, the emotional capital model redefined these
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Table |
ECR Competency Scales*

Self-Knowing: Recognise how one’s feelings and emotions impact on personal opinions, attitudes and judgements.

Self-Confidence: Respect and like oneself and be confident in personal skills and abilities.

Self-Reliance: Take responsibility for oneself, back one’s own judgments and be self-reliant in developing and making significant decisions.

Straightforwardness: Give clear messages and express one’s feelings and points of view openly in a straightforward way and be
comfortable challenging the views of others while demonstrating respect for their views.

Self-Actualisation: Manage one’s reserves of emotional energy and maintain an effective level of work/life balance and thrive in setting

challenging personal and professional goals.

Relationship Skills: Establish and maintaining collaborative and rewarding relationships characterised by positive expectations.

Empathy: Understand other people’s thoughts and feelings and create resonant emotional connections with others.

Adaptability: Adapt one’s thinking, feelings and actions in response to changing circumstances and be receptive to new ideas and tolerant

of others.

Self-Control: Remain patient and manage one’s emotions well; restrain action and remain calm in stressful situations without losing

control.

Optimism: Sense opportunities, be resilient, and focus on the possibilities of what can be achieved even in the face of adversity.

Note: *ECR Competency descriptions are based on Newman and Purse (2007), p. 20.

competencies in terms of the social and emotional com-
petencies thought to be predictive of success in a range of
management, leadership, and professional roles. Research
in applied business settings using this model culminated
in the publication of the Emotional Capital Report (ECR;
Newman & Purse, 2007).

The ECR is a 77-item self-report measure of the spe-
cific emotional and social competencies linked to EI and
leadership. Items are brief sentences phrased in the first-
person singular, and responses are gathered in a 5-point
response format that offers five ranked values designed
to indicate the subjective strength of the individual’s re-
sponses, including: 1 = very seldom true of me, 2 = seldom
true of me, 3 = sometimes true of me, 4 = often true of me,
and 5 = very often true of me. Items are summed to yield a
Total EC score that reflects overall level of emotional cap-
ital and scores on 10 emotional and social competencies
(see Table 1). The ECR includes a validity scale — the
Positive Impact Scale — designed to detect response bias
and increase the accuracy of interpretation. Raw scores
are automatically tabulated and converted into standard
scores based on a mean of 100 and standard deviation of
15.

The development of the ECR was based primarily on
findings from a review of the research on the relationship
between several mixed EI models and leadership over a
10-year period. Competencies were finally determined
by identifying empirical links with EI and leadership be-
haviours reported in the literature. The most commonly
cited instrument used to measure mixed EI was the Bar-
On (1997) measure, along with the Boyatis et al. (2000)
measure. The structural component definitions, includ-
ing item content, were examined to determine similar-
ities and dissimilarities of content between these mixed
EI models. Components were then regrouped based on
similarity and likeness, and integrated to form a single

competency. The grouping of components was based on
a logical and non-statistical clustering of the content,
based on the authors observations from clinical expe-
rience. Following the regrouping and integrating of the
components, 10 social and emotional competencies were
identified. Component content was then modified and
operationalised to reflect the specific emotional and so-
cial features of effective leadership behaviour, based on
both authors” experience in corporate consulting and the
leadership behaviours described by Newman (2007) as
emotional capital (see Table 1). A pool of original items
was then created, based on the operationally defined com-
petencies.

Following statistical findings generated by item anal-
ysis and factor analysis, the final form of the ECR was
published, based on normative data from 3,240 individu-
als from professional occupations including business, law,
medicine, and education, drawn from six geographic re-
gions. Newman and Purse (2007) reported that the scales
had good internal consistency and test—retest reliability.
Factor analyses also provided reasonable support for the
inventory’s hypothesised structure.

The aim of the current paper was to evaluate the relia-
bility and validity of the ECR as a measure of mixed El in
a large international sample of individuals in professional
roles, including management and leadership. We were
interested in assessing the relationship of the ECR con-
structs to measures of normal personality, depression, and
psychopathology; and also whether the ECR, as a mea-
sure of mixed EI, was capable of identifying jobs with
high emotional labour. In particular, we were interested
in whether scores on the ECR were related to the expe-
rience of individuals with leadership responsibilities. We
expected that high scores on the ECR scales would cor-
relate positively with positive affectivity, as measured by
the NEO Five Factor Inventory (Costa & McCrea, 1992)
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Table 2
Participants’ Age by Gender

Age Females Males Total
18-29 287 240 527
30-39 983 1,587 2,570
4049 875 1,405 2,280
50-75 509 988 1,497
Total 2,654 4,220 6,874

and the Self-Liking/Self-Competence Scale (SLCS; Tafar-
odi & Swan, 1995). Concomitantly, we expected nega-
tive correlations with measures of negative affectivity and
psychopathology, as measured by the Beck Depression
Inventory — Second Edition (BDI-II; Beck et al., 1996)
and the Brief Symptom Inventory (Derogatis, 1992). We
also expected significant positive correlations with com-
ponent scales on another, well-validated measure of mixed
EI, the EQ-i (Bar-On, 1997).

Finally, given the theoretical and empirical basis upon
which the ECR was constructed as a measure of mixed EI
in professional contexts, we expected that jobs involving
high emotional labour requirements would correlate with
higher levels of EI In this regard, we also expected that

groups identified as effective leaders would score higher
on all scales of the ECR.

Method

Participants

A total of 6,874 participants (4,220 males, 2,654 fe-
males) were recruited from 11 countries or geographical
regions, including Australia/Oceana (34%), the United
Kingdom (24%), Ireland (11%), India (9%), the Middle
East (7%), Western Europe (7%), North America (3%),
Asia (2%), South America (1%), Africa (1%), and East-
ern Europe (1%). Participants were involved in various
leadership development programs initiated by their re-
spective organisations and consisted of Business, 6,228
(90.6%); Educational, 359 (5.2%); and Medical profes-
sionals, 287 (4.2%) who were regarded as having general
or higher leadership responsibilities. As shown in Table 2,
ages ranged from 18 to 75 (M = 41.6, SD = 9.3).

Procedure

All participants voluntarily completed the ECR and pro-
vided data relating to their occupation and job descrip-
tion. In addition, a number of groups completed five
other inventories: the Revised NEO Personality Report
(NEO PI-R; Costa & McCrae, 1992), the Beck Depres-
sion Inventory — Second Edition (BDI-II; Beck et al.,
1996), the Brief Symptom Inventory (BSI; Derogatis,
1992), the Self-Liking Self-Competence Scale (SCLC;

Tafarodi & Swann, 1995), and the BarOn Emotional
Intelligence Inventory (EQ-i; Bar-On, 1997).

In addition, a total of 145 participants specifically
identified by their peers as senior management leaders in
their respective fields completed the ECR. This leadership
cohort was comprised of four groups: the first group in-
cluded 78 participants from Leadership Victoria, an elite
group of business and community leaders in Australia
(45% male, 55% female, age range 32-50). Members of
Leadership Victoria represent a broad range of corporate,
government and non-profit organisations and are identi-
fied as exemplary leaders in their field by a selection panel
of fellows. The second leadership group involved 12 se-
nior leaders from one of Australia’s largest banks who were
participating in a leadership training program focused on
improving customer service (50% male, 50% female, age
range 32-39). The third leadership group consisted of 30
individuals working in the pharmaceutical and health-
care industry with professional leadership responsibilities
in the diverse areas of Sales and Marketing, Human Re-
sources and Clinical Services (40% male, 60% female, age
range 27-55). The fourth group involved 25 high school
principals selected by the state educational authority as
high potential leaders (40% male, 60% female, mean age
46.3 years).

All participants were informed of the purpose of the
study, and the present study adhered to the American
Psychological Association ethical guidelines for working
with human participants.

Measures

ECR. The ECR, described earlier, was administered ac-
cording to standard instructions and computer-scored by
the test publishers, RocheMartin.

Revised Neo Personality Inventory (NEO PI-R). Nor-
mal personality was assessed using the NEO PI-R (Costa
& McCrae, 1992). The NEO PI-R is a 240-item measure
of the Five Factor Model — FFM: Extraversion, Agree-
ableness, Conscientiousness, Neuroticism, and Openness
to Experience. Additionally, the test measures six subor-
dinate dimensions (known as ‘facets’) of each of the FFM
personality factors.

Beck Depression Inventory (BDI-II). Participants’ level
of depression was assessed using the BDI-IT (Beck et al.,
1996), a 21-item self-report scale. Each BDI item reflects
a symptom of depression. The BDI-II has become one
of the most widely used instruments for assessing the in-
tensity of depression within both psychiatric and normal
populations.

Emotional Quotient Inventory (EQ-i). The EQ-i (Bar-
On, 1997) is a 133-item general measure of EI. The
EQ-i consists of 15 subscales that in turn define five
higher-order dimensions and also contains four validity
indicators that measure distorted responding. The EQ-i
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Table 3
Descriptive Statistics in Raw Scores for Sample (N = 6,874)

Subscale Mean SD Skewness  Kurtosis
Total EC 272.04 2739 -573 1.562
Self-Knowing 28.26 3.77 -559 .888
Self-Reliance 28.43 348 -.605 1.040
Straightforwardness 26.12 3.97 =377 357
Optimism 28.28 391 -.690 .885
Self-Actualisation 2751 3.78 -501 485
Self-Confidence 28.19 433 -797 1.019
Relationship Skills 28.21 3.80 -576 797
Empathy 27.46 3.78 -493 774
Self-Control 24.69 4.21 -.306 170
Adaptability 24.89 3.27 -259 336
Positive Impact 2341 3.69 -239 214

yields a measure of overall EI. The EQ-i was administered
according to the standard instructions and computer-
scored by the test publisher, Multi-Health Systems, Inc.

The Brief Symptom Inventory (BSI). Participants’ level
of psychological distress was measured by the BSI (Dero-
gatis, 1992). The BSI is a 53-item multidimensional self-
report symptom inventory widely used in psychother-
apy outcome research. It is an abbreviated form of the
SCL-90-R (Derogatis, 1983) and measures the same nine
symptom dimensions as the longer instrument: Somati-
sation, Obsessive-Compulsive, Interpersonal Sensitivity,
Depression, Anxiety, Hostility, Phobic Anxiety, Paranoid
Ideation, Psychoticism, as well as a Global Severity Index.

The Self-Liking/Self-Competence Scale (SLCS). Self-
esteem was measure by the SLCS (Tafarodi & Swan,
1995). The SLCS is a 20-item scale developed to vali-
date the conceptualisation of global self-esteem as a two-
dimensional construct consisting of self-liking (a sense of
social worth) and self-competence (a sense of personal
efficacy). Tafarodi and Swann (1995) reported good in-

ternal consistency for both dimensions.

Results
Distribution of ECR Scores

Descriptive statistics are shown in Table 3 and approx-
imate the general ECR distributions as reported by
Newman and Purse (2007). The Kolmogorove-Smimov
statistic, boxplots, and a visual inspection of the graphi-
cal distribution of the subscale and total scores identified
that these scores approximated normal distributions.

Age and Gender Analyses

There were significant differences between males and
females on scores of Total EC, Self-Reliance, Self-

Actualisation and Adaptability. Although significant dif-
ferences were found across the remaining seven scales of
the ECR (refer to Table 4), these differences were minor
— less than 2%, with the exception of Empathy, where
females scored higher than males and registered an effect
size difference of 3.6%.

As shown in Table 5, there were a number of
significant age effects across all scales of the ECR. In
general, there was a gradual increase in EI scores with
age and, typically, the 504 group had the highest mean.
Overall, the age effects were small — less than 2%, with
the exception of Straightforwardness (2.3%) and the
Positive Impact scale (2.5%). Although the age effects
were small, they were indicative of a trend that older
groups scored higher than the younger groups. No age
by gender interactions were reported.

Reliability

Internal consistency and interscale correlation. As
shown in Table 6, internal consistencies for the 10 ECR
scales and Positive Impact scale were based on 6,874 par-
ticipants. The average Cronbach alpha coefficients were
high for all of the scales, ranging from a low of .60 (Adapt-
ability) to a high of .82 (Self-Confidence), with an average
internal consistency coefficient of .74. Interscale correla-
tions ranged from a low between Straightforwardness and
Empathy (.22), to a high between Optimism and Self-
Confidence (.72).

Test—retest reliability. A sample of 20 participants com-
pleted the ECR on two separate occasions 1 month apart.
As shown in Table 7, the average test—retest reliability co-
efficient after 1 month ranged between » = .71 to .88
with an average of » = .81, indicating that the ECR
scales possess good reliability.

Validity

Factorial analysis. 'To investigate the underlying struc-
ture of the 70-item ECR questionnaire (the Positive Im-
pact Scale was not included in the analysis), data col-
lected from 6,874 participants were subjected to princi-
pal axis factoring (PAF) with orthogonal rotation (Direct
Oblimin).

Prior to running the principal axis factoring (PAF),
examination of the data indicated that not every
variable was perfectly normally distributed. Given the
robust nature of factor analysis and the large number
of participants, these deviations were not considered
problematic. Furthermore, a linear relationship was
identified among the variables.

The initial PAF with orthogonal rotation produced 14
factors with an eigenvalue greater than 1. However, the
initial analysis did not meet all of the following five cri-
teria: (1) eigenvalues greater than 1; (2) analysis of the
scree plot; (3) minimum of three items per factor; (4)
no cross-loading great than .30; and (5) items retained
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Table 4

Analysis of Variance (ANOVA) Results for ECR Scales as a Function of Gender

Scale Type lll sum of squares  Mean square F Sig.  Direction Partial eta squared  Power
Total EC 342.88 342.88 A57 499 M=F .000 .104
Self-Knowing 1,041.48 1,041.48 74234 .000 F>M 0l1 1.000
Self-Reliance 2541 2541 2,102  .147 M=F .000 .305
Straightforwardness 575.27 575.27 36.643 .000 M>F .005 1.000
Optimism 116.16 116.16 7.610 .006 M>F .001 .788
Self-Actualisation 33.38 33.38 2338 126 M=F .000 333
Self-Confidence 2,069.71 2,069.71 112.090 .000 M>F .0lé 1.000
Relationship Skills 1,632.88 1,632.88 114917 .000 F>M .0lé 1.000
Empathy 3,565.28 3,565.28 259.106  .000 F>M .036 1.000
Self Control 1,756.40 1,756.40 100.560 .000 M>F 014 1.000
Adaptability 6.38 6.38 597 440 M=F .000 21
Positive Impact 1,458.595 1,458.60 108.755 .000 M>F 0lé 1.000

Note: N = 6.874, df = |, 6872.

Table 5

Analysis of Variance (ANOVA) Results for ECR Scales as a Function of Age

Scale Type Ill sum of squares  Mean square F Sig.  Direction  Partial eta squared  Power

ECR Total 81,668.71 27,222.90 36848 000 | <234 .0lé 1.000
2<34

Self-Knowing 921.39 307.131 21.858 .000 I <34 .009 1.000
2<34

Self-Reliance 1,349.83 449.943 37816 000 1<234 .0lé 1.000
2<34

Straightforwardness 2,525.68 841.893 54597 000 | <234 .023 1.000
2<34

Optimism 1,098.68 366226  24.213 .000 | <34 .010 1.000
2<34

Self-Actualisation 304.67 101.556 7.129  .000 2<34 .003 .982

Self-Confidence 1,402.58 467.526  25.180 .000 | <34 011 1.000
2<34

Relationship Skills 157.80 52.599 3.646 012 2<4 .002 .801

Empathy 379.86 126.620 8.900 .000 2<4 .004 .996

Self-Control 793.80 264.601 15,024 .000 | <234 .007 1.000
2<4

Adaptability 1,110.87 370.291 35170 .000 | <234 .015 1.000
2<34

Positive Impact 2,304.82 768273 57798 000 | <234 .025 1.000
2<34
3<4

Note: df = 3, 6870. Age groups: | = 18-29; 2 = 30-39; 3 = 40-49; 4 = 50-75. A less than (<) symbol indicates a significant Bonferroni post

hoc difference (p < .05).

in each factor having a factor loading greater than .45.
Further PAF analyses were undertaken, and a five-factor
solution of the PAF afforded the greatest interpretability
and satisfied all five criteria. The five-factor solution re-

vealed approximately 35% of the variance, as presented
in Table 8.

Taken together, these five factors closely resem-
ble the four domains identified by Boyatis et al.
(2000) as self-awareness, self-management, social aware-
ness, and relationship management, and by Bar-On
(1997) as intrapersonal, interpersonal, stress manage-
ment, and general mood, along with a fifth domain
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Table 6

Coefficient Alphas and Interscale Correlations for ECR Scale Scores (N = 6,874)

Sale EC SK SR ST OP SA SF RS EM SC AP Pl
EC (94 76 66 70 84 77 8l 68 60 64 67 45
SK (77) 41 49 53 52 54 53 60 41 40 30
SR (699 57 55 51 53 28 22 29 4 A7
ST (72 55 48 6l 33 22 33 39 24
OP (78) 67 72 48 36 52 59 43

SA (67) 66 44 35 4 47 34
SF (82) 45 30 49 45 37
RS (75) 65 31 43 26
EM (749 32 33 27
sC (75 38 52
AP (60) 31

PI (.64)

Note: Coefficient alphas are presented in parentheses along the diagonal. All correlations are significant at p < .001,
two-tailed. EC = ECR Total, SK = Self-Knowing, SR = Self-Reliance, ST = Straightforwardness, OP = Optimism,
SA = Self-Actualisation, SF = Self-Confidence, RS = Relationship Skills, EM = Empathy, SC = Self-Control, AP =

Adaptability, Pl = Positive Impact.

Table 7

Stability Coefficients for the ECR Subscales for One
Month (N = 20)

Scale Cronbach alpha
Self-Knowing 79
Self-Reliance 71
Straightforwardness .85
Optimism .82
Self-Actualisation .85
Self-Confidence 79
Relationship Skills .83
Empathy .88
Self-Control .84
Adaptability .78
Positive Impact .88

that most closely resembles Bar-On’s composite scale,
adaptability.

The first factor most closely resembles the domain de-
scribed by Boyatis et al. (2000) as self-awareness, and
items with the strongest factor loadings were drawn from
the self-confidence and self-knowing scales, such as item
35, ‘T am confident in my skills and abilities’, and item
1, I know exactly what I'm feeling most of the time’.
The second factor appeared to fit best with aspects of the
construct of social awareness and contained items from
the empathy and self-knowing scales, such as item 34, ‘1
am aware of my emotions’. The third factor most closely
resembled the domain of relationship management and
contained items from the relationship skills scale, such

as item 50, ‘People find me a bit aloof’, and item 39, I
tend to be a bit impersonal at times’. Factor four resem-
bled the domain of self-management, with all items being
drawn from the self-control scale, such as item 54, ‘I can
stay calm in stressful situations’. The fifth factor included
items that were mostly drawn from the adaptability scale,
such as item 64, ‘I adapt to new situations without diffi-
culty’, and most closely resembled the Bar-On factor of
adaprability.

Convergent and Discriminant Validity

Table 9 presents correlations between scores on the ECR
and the five factors of personality measured by the NEO
PI-R. Self-Knowing had low positive correlations with
four factors and had a low negative correlation with Neu-
roticism (-.10) and the highest positive correlation with
Openness (.31). As expected, Straightforwardness (.42)
and Relationship Skills (.37) appear related to Extraver-
sion, as was Optimism (.39). Similarly, correlations with
Agreeableness were found between Relationship Skills
(.42) and Empathy (.45). Strongest relationships were
found between Conscientiousness and Self-Reliance (.54)
and Self-Control (.62). The Adaptability scale on the
ECR correlated well (.62) with Openness. All ECR scales
correlated negatively with the Neuroticism scale (i.e., neg-
ative affectivity). These findings support the ECR Tech-
nical Manual’s contention that the ECR ‘is measuring
factors related to positive emotional and social wellbeing’
(Newman & Purse, 2007, p. 48).

Table 10 shows the relationship between ECR scales
and the BDI-II measuring depression and BSI measuring
psychopathology. All 10 ECR scales correlated negatively
with the BDI-II and a number of scales correlated nega-
tively with BSI scales measuring negative affectivity such
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Table 8

Final Principal Axis Factoring (PAF) with Orthogonal Rotation (Direct Oblimin) of the Emotional Capital Report (N = 6,874)

Scale item

Fl

F2

F3

F4

F5

ECR37 I find it easy to value who | am, what | do, and what | have.
ECR35 I am confident in my skills and abilities.

ECR68 In most situations | feel sure of myself.

ECR24 | like who | am.

ECR57 | am not as self-confident as I'd like to be.

ECRO7 | am sensitive to the way other people feel.

ECRS5I | take other people’s feelings and circumstances into consideration before
making a decision.

ECR40 | am careful not to hurt other people’s feelings.

ECR29 | am good at reading other people’s emotions.

ECRé62 People would describe me as a ‘good listener’.

ECR23 | understand the impact of my behaviour on others.

ECR34 | am aware of my emotions.

ECRI8 It is difficult for me to connect with people at a more personal level.
ECR67 | find it difficult to put my feelings in to words.

ECR73 Sometimes it is difficult for me to understand other people.
ECR50 People find me a bit aloof.

ECR39 | tend to be a bit impersonal at times.

ECRI16 | tend to defer to the views of others rather than stand-up for my opinion.
ECROS It is difficult for me to communicate my ideas to others.

ECR63 | get quite emotional in stressful situations.

ECR30 It’s obvious to others when I’'m under pressure.

ECR41 | find managing my anxiety quite difficult.

ECR52 | can stay calm in stressful situations.

ECRA47 | like to take on new responsibilities or additional challenges.
ECRI5 I love the challenge of doing something difficult.

ECR26 | prefer to set challenging goals rather than take the easy option.
ECR64 | adapt to new situations without difficulty.

ECR31 | find it easy to adapt to new situations.

ECR76 | am often confident in the possibilities of what can be achieved despite the
difficulties.

ECR32 | see life as full of opportunities waiting to be discovered.
Eigenvalue

Variance (%)

Factor correlations
Factor |
Factor 2
Factor 3
Factor 4

Factor 5

599
.586
579
.565
464

14.75
21.7

.184

.656
.601

.560
.588
.501
489
478

3.59
5.1

323
.070

.543
519
.507
493
487
457
457

3.00
4.3

257
.150
253

.566
527
512
A74

1.88
2.7

441
A1
230
.099

.670
.653
.605
576
518
494

453
1.36
1.9

Note: Factor loadings less than .45 are suppressed.

as DEP, ANX and OC scales, as well as scales measur- Table 11 shows the correlation coefficients between
ing psychopathology such as the SOM, PHOB, PAR and the ECR and SL/SC scale measuring self-esteem and in-
PSY scales. Again, findings suggest that ECR scales have  dicated that all ECR scales were related to the two fac-
a negative relationship to either negative affectivity or  tors of self-esteem: self-liking and self-competence. As

serious psychopathology or both.

expected, the strongest relationships were found between
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Table 9

Correlation Coefficients Between ECR Scales and NEO PI-R
Scales (N = 22)

ECR scales N E (o] A C
Self-Knowing —.10 .26 31 .25 21
Self-Reliance —.53 33 .23 27 .54
Straightforwardness —.32 42 .32 .00 .37
Optimism —.44 .39 49 .19 .39
Self-Actualization —-.27 32 .30 .23 47
Self-Confidence -.37 31 .26 22 43
Relationship Skills —.16 37 .38 42 .35
Empathy -.20 .28 29 45 12
Self-Control —.46 27 19 .20 .62
Adaptability -.25 .28 .62 .15 27
Positive Impact —.18 22 21 .25 26
Total EC —.62 K] 47 41 40

Note: NEO PI-R Abbreviations: N = Neuroticism; E = Extraversion; O =
Openness; A = Agreeableness; C = Conscientiousness.

Table 10

the ECR scales Self-Confidence (.75), Self-Actualisation
(.67), Self-Reliance (.69), and Total Self-Esteem.

As shown in Table 12 the ECR scales demonstrated
good relationship to those scales of the EQ-i that appear
to be measuring similar constructs. Eight of the 10 scales
demonstrated high correlations with their EQ-i counter-
parts, including Total EC (.72) with Total EQ. The corre-
lations, however, were far from exact. This is particularly
evident for Relationship Skills, which had a relatively low
correlation with Interpersonal Relationships (.34), and
for Empathy, which had a low correlation with the EQ-i’s
Empathy scale (.38). To a lesser extent, this was also true
of Adaptability, which correlated moderately with Flexi-
bility (.62). An examination of the item content of these
scales suggested that the ECR’s Relationship Skills scale is
more homogeneous than the EQ-i’s Interpersonal Rela-
tionships scale. Relationship Skills item content is focused
exclusively on the skills of relating to others, whereas items
on the EQ-i’s Interpersonal Relationships scale contains
content that has to do with additional themes of sharing

Correlation Coefficients Between ECR Scales and BDI Scale (N = 30) and BSI Scales (N = 22)

BDI SOM OoC IS DEP ANX HOS PHO PAR PSY GSl
W —.40 .00 —.40 —.60 —.18 —.18 .00 —.23 —.62 —.34 -.30
SR —.52 -.20 — .45 —.62 —-.27 .00 —.24 —.19 -.57 —.24 —-.29
AS —.34 .00 -.33 —.64 —-.33 —00 —.36 —-.20 — .46 —.31 —.31
OoP -.50 — 44 —.55 — 42 —.54 —.36 —.33 —.38 — .47 —.51 -.50
SA —.54 .00 — .46 — .40 — 4l —-.23 —.19 —-.25 — .49 —.21 —.36
SF —.74 —.I5 —.55 —.69 —.43 —.26 —-.33 -.33 — .69 -.32 — .43
RS — .66 -.37 -.39 —-.27 —-.22 -.29 .00 — 4l .00 —.51 -.32
EM —.21 —.58 —.54 — .47 — .40 -.39 —-.25 — .48 -.39 -.70 -.50
SC —.43 -.27 —.40 .00 -.37 —.21 .00 —.24 —-.26 —-.28 -.29
FL — .49 -.20 .00 .00 .00 .00 .00 .00 .00 —.21 .00

Note: SOM = Somatisation, OC = Obsessive-Compulsive, IS = Interpersonal Sensitivity, DEP = Depression, ANX = Anxiety, HOS =
Hostility, PHO = Phobic Anxiety, PAR = Paranoid Ideation, PSY = Psychoticism, GSI = Global Severity Index.

Table 11

Correlation Coefficients Between ECR Scales and SL/SC Scales (N = 27)

Self-Liking Self-Competence Self-Esteem
Self-Knowing .69 49 .59
Self-Reliance .65 75 .69
Straightforwardness .53 .56 .54
Optimism .56 40 .52
Self-Actualisation 72 .67 .67
Self-Confidence .78 72 75
Relationship Skills .55 .54 .56
Empathy .53 43 .50
Self-Control .18 .37 .24
Adaptability .53 Sl .53
Total EC 42 .35 40
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Table 12

Correlation Coefficients Between ECR Scales and EQ-i Subscales
(N =33)

Pearson

correlation
ECR Scale EQ-i Scale coefficient
Total EC Total 72
Self-Knowing ESA 72
Self-Reliance IN .75
Straightforwardness AS .78
Optimism OP .67
Self-Actualisation SA 72
Self-Confidence SR .78
Relationship Skills IR .34
Empathy EM .38
Adaptability FL .62
Self-Control IC .75
Positive Impact Pl 71

Note: EQ-i Abbreviations: ESA = Emotional Self-Awareness, IN =
Independence, AS = Assertiveness, OP = Optimism, SA =
Self-Actualisation, SR = Self-Regard, IR = Interpersonal Relationships, EM
= Empathy, FL = Flexibility, IC = Impulse Control, Pl = Positive
Impression.

deep feelings, being cheerful, and being fun to be with.
Similarly, Empathy on the ECR contains items that focus
exclusively on understanding and connecting with others,
whereas content on the EQ-i scale appears more broadly
inclusive of themes involving compassion toward others,
such as: ‘T would stop and help a crying child find his or
her parents, even if I had to be somewhere else at the same
time’ and ‘It’s hard for me to see people suffer’. Likewise,
Optimism on the ECR focuses on confidence in future
outcomes, whereas Optimism on the EQ-i also appears
to contain content that reflects aspects of self-assurance,
such as, ‘I feel sure of myself in most situations’ and ‘T
believe in my ability to handle most upsetting problems’.
Similarly, Self-Control, which contains item content fo-
cused on being patient and managing stress, correlated
with Impulse Control (.75), which also contains several
items that appear to pull for anger. Results indicated that
the ECR, although measuring similar constructs to the
EQ-i, may also measure competencies more appropriate
of behaviour in a professional context.

Criterion group validity. To investigate the potential
relationship between EI and the emotional labour re-
quirements of the job, job descriptions were coded ac-
cording to four items about emotional labour identi-
fied by Joseph and Newman (2010) and adapted from
Grandey’s (2000) and Hochschild’s (1983) criteria for
emotional labour jobs. Each item was coded ‘yes’ or ‘no’.
Of the 6,874 participants, 4,638 provided sufficient job
description data to identify their specific role. The mean
emotional labour score for each job title was calculated.

Emotional labour ratings were bimodal and showed a
natural breaking point at .5, making this an ideal cut-
off for high versus low emotional labour jobs. Exam-
ples of high emotional jobs included marketing and sales
person, recruitment consultant, management consultant,
travel agent, and human resources professional. Examples
of low emotional labour jobs included law enforcement
officer, military personnel, engineer, accountant, clerical
work, government administrator, computer and IT tech-
nician, clerical work, and financial services professional.

In order to compare the relative performance of par-
ticipants with either high or low emotional labour jobs
on the ECR with the normative group, raw scores were
converted to standard scores based on the normative data
of the ECR with a mean of 100 and standard deviation
of 15. Independent # tests were conducted on high versus
low emotional labour jobs and, as shown in Table 13, all
scores for participants with high emotional labour jobs
were higher than the scores for those with low emotional
labour jobs. In addition, all high emotional labour scores
were higher than the normative mean on all ECR scales.
Results of our analyses support our hypothesis that jobs
with high emotional labour requirements correlate with
higher levels of EL

In order to compare the relative performance of leaders
on the ECR with the normative group, again, raw scores
from four leadership groups were converted to standard
scores based on the normative data of the ECR with a
mean of 100 and standard deviation of 15. As shown in
Table 13, all scores were higher than the normative mean
on all ECR scales. In particular, this group of leaders
scored almost one standard deviation above the mean on
Total EC and the three component scales of Self-Reliance,
Optimism, and Adaptability.

Discussion

The present study provided support for the validity and
reliability of a new measure of mixed EI, the ECR (New-
man & Purse, 2007). The analysis showed that the the-
oretical groupings fit well with general mixed models of
El and provide empirically acceptable support for the
factor structure of the emotional capital model. The 10
ECR scales demonstrated very good internal consistency
and test—retest reliability, indicating that overall the ECR
possessed good reliability.

Gender analyses revealed only minor differences be-
tween males and females, indicating that the ECR scales
show a similar pattern of validity results for men and
women. This finding is consistent with Joseph and New-
man (2010) who, in their meta-analysis of studies using
mixed-models of EI, found no average sex-related dif-
ferences. Minor gender differences, however, were noted
on three scales: Relationship Skills and Empathy, where
woman scored higher than men; and Self-Confidence,
where men scored higher. Although statistically
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Table 13

ECR Standard Scores (t Scores) for Leadership Groups

Bank Pharm Vic Principals  High labour  Low labour
Scale (N=12) (N=30) (N=78 (N=25) (N=2187) (N=245Il)
Total EC 115 112 113 117 107 97
Self-Knowing 112 109 112 106 106 97
Self-Reliance 118 110 113 110 105 97
Straightforwardness 103 100 107 106 106 98
Optimism 114 114 113 114 106 97
Self-Actualisation 106 106 109 117 105 98
Self-Confidence 110 1 114 117 106 98
Relationship Skills 107 108 113 114 106 97
Empathy 110 106 103 106 105 97
Self-Control 113 110 103 115 104 99
Adaptability 116 115 107 115 105 98
Positive Impact 107 104 107 — 102 100

Note: Independent t tests (High vs. Low Labour), were statistically significant at a Bonferroni adjusted alpha level of
.004 for the Total scale and the 10 subscales. Bank = Australian bank; Pharm = pharmaceutical and healthcare
industry; Vic = Leadership Victoria; Principals = high school principals.

significant, the effect sizes in reality were small (2.0%,
3.9%, and 3.8% respectively). These findings are also
consistent with Bar-On (1997), who found gender dif-
ferences to be minor. We noted, however, that Bar-On
also reported that females scored higher than males on
Empathy, but reported a much larger effect size of 6.7%.
This may be, at least in part, due to the fact that the
normative sample for the EQ-i was largely drawn from
the general population and limited to a North American
population. By contrast, the normative data for the ECR
was made up exclusively of professional groups from a
much wider international sample. As such, it is possi-
ble that Empathy as a professional competency is more
equally represented in both males and females working
in a professional context. In other words, to compete and
succeed in the professional environment requires that
both males and females exhibit similar competency levels
across all facets of their work. This is certainly consistent
with Goleman’s (1995) claim that empathy plays a key
role in determining professional success.

Age analysis revealed significant age effects across all
scales. In general, the older groups scored higher than the
younger groups and, typically, the 50+ group had the
highest mean. Again, these findings are consistent with
previous research that showed an increase in EI scores
with age (Bar-On, 1997; Day & Carroll, 2004; Mayer,
Caruso, & Salovey, 1999; Van Rooy, Alonso, & Viswes-
varan, 2005). We noted, however, this data was obtained
from a single administration rather than a longitudinal
study. Further research should test this finding using a
longitudinal design.

Our results also showed that the ECR scales had a
meaningful pattern of convergent validities in relation

to measures of normal personality, depression, and psy-
chopathology. This is perhaps not surprising, given that
a number of proponents of EI (Goleman, 1995; Bar-On,
2000) consider that high EI, in addition to being sup-
portive of effective functioning in social and professional
situations, is also protective against stress and strong neg-
ative emotion. We noted, however, that the relationship
of the ECR to personality was far from straightforward.

One of the questions posed by this study was whether
the behaviours associated with EI and measured by in-
ventories like the ECR are in fact measuring something in
addition to personality traits. Previous studies have found
strong correlations (greater than .40) between mixed EI
and personality as measured with the NEO-FFI (Bar-
On, 1997; Conte & Dean, 2006; Dwada & Hart, 2000),
supporting critics’ claims that mixed EI exhibits signifi-
cant overlap with the Big Five personality traits (Daus &
Ashkanasy, 2003). The majority of correlations between
the ECR and the NEO PI-R were lower than those re-
ported in previous studies and, while the relationship
between EI and personality is complex — in particular,
the question of incremental validity — the results sug-
gest that the ECR may account for additional variance in
criteria related to professional performance.

All 10 ECR scales correlated negatively with Neuroti-
cism and, in particular, the Total EC scale (-.62). This is
consistent with previous studies (Van Rooy, 2005; Bar-
On, 1997). It is also consistent with studies that have
found a strong relationship between mixed EI and mental
and psychosomatic health (Martins et al., 2010; Petrides,
Perez-Gonzales, & Furnham, 2007; Schutte, Malouff,
Thorsteinsson, Bhullar, & Rooke, 2007). The ECR ap-

pears to be measuring abilities that are protective against
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stress and negative emotions such as anxiety and depres-
sion. All ECR competencies correlated positively with the
other four factors of the NEO PI-R. We noted, however,
that the strength of many of the correlations, includ-
ing negative correlations with Neuroticism, were weaker
than previously reported in the literature. In terms of
leadership, some would argue that certain aspects of high
Neuroticism may be associated with greater achievement
(Mughal, Walsh, & Wilding, 1996). Gooty et al. (2010)
noted in their review a disproportionate interest in pos-
itive emotions and leadership, while negative emotions
and leadership were either under-researched and/or al-
ways considered the culprits in leading. By contrast, it
may be that in particularly threatening business environ-
ments where threats are subtle and disguised, for exam-
ple, a certain degree of vigilance could be interpreted
as adaptive. In other words, although the ECR is cer-
tainly measuring traits associated with emotional stabil-
ity and resilience, this does not simply equate to low
Neuroticism.

The dimensions of the Five-Factor Model of Personal-
ity that relate to social competence, such as extraversion
and agreeableness, appeared to overlap with the ECR Re-
lationship Skills and Empathy scales. Once again, the
correlations were generally moderate, but it would be in-
accurate to characterise introverts as socially inept and
lacking in EI. There is also a possible downside of ex-
traversion that is often linked to impulsivity and ex-
citement seeking, and extraversion also correlates with
narcissism (Matthews et al., 2006). Clearly, however,
agreeableness has some clear advantages in relationships.
More agreeable people are often more likeable and gener-
ally enjoy a higher quality of peer relationships and social
interactions. However, agreeable individuals may also be
vulnerable to submissiveness, which is not particularly
adaptive to leadership success.

As previously noted, the data presented in Table 9 sug-
gests that EI has a far from simple or straightforward
relationship with personality. This is an old question in
the field and has led to considerable debate in the liter-
ature. A persistent criticism is that self-report measures
of EI add little, if any, predictive value over and above
the basic personality dimensions (e.g., Matthews, Zeid-
ner, & Roberts, 2002; Schulte, Ree, & Carretta, 2004).
However, when investigating the incremental validity of
self-report measures of EI, Petrides et al. (2007) point
out that the emphasis on questions of incremental valid-
ity may be due to the fact that certain trait EI facets are
already included in the established trait taxonomies (e.g.,
‘assertiveness’, ‘adaptability’, ‘empathy’). They point out
that ‘(a)s far as simple prediction is concerned, it would
be interesting to establish whether trait EI can account
for statistically significant portions of criterion variance,
once the variance of the facets that it shares with the basic
personality dimensions has been removed’ (pp. 48-49).

Of course, removing overlapping variance due to duplica-

tion of facets is a real challenge, and there is no accepted
method of achieving this. For now, our data agrees with
Joseph and Newman (2010), who have at least established
that mixed models of EI are not simply redundant with
personality traits, and with Matthews et al. (2006), who
have pointed out correctly that personality traits are dis-
tributed across many mechanisms, each imparting a small
psychological bias. Given that Van Rooy et al. (2005) in
their meta-analysis reported a .34 correlation between EI
measured as a trait and personality, the question of the in-
cremental validity of EI measures beyond other predictors
remains to be determined. Future studies should examine
this question systematically controlling for personality.

With regard to the relationship of the ECR to other
measures of mixed EI, the ECR scales demonstrated good
relationship to those scales of the EQ-i that appear to
be measuring similar constructs. All correlations, with
the exception of two, were relatively high and signifi-
cant. However, the correlations suggest that scores on
the ECR may account for additional variance in crite-
ria related to leadership performance. This is particularly
evident on scales such as Relationship Skills, which cor-
related with Interpersonal Relationships (.34), and Em-
pathy, which correlated with the EQ-i’s Empathy (.38),
and, to some extent, Adaptability, which correlated with
Flexibility (.62). An examination of the factor structure
and content of these scales suggested that the content of
the ECR scales appeared to be more homogeneous than
the EQ-i scales. These differences in scale focus may help
to explain some of the variance between the ECR and the
EQ-i. What appears clear is that the ECR, although mea-
suring similar constructs to the EQ-i, is also measuring
constructs that pertain to the experience of professional
people.

Given that that the normative group that supports the
ECR consists of professional people from business, edu-
cation, and medical fields, it is perhaps not surprising that
the ECR would function differently than more general
measures of EI.

One of the questions posed by the study was
whether the ECR was capable of identifying jobs with
high emotional labour. As expected, individuals with high
emotional labour jobs scored significantly higher on EI
than those with low emotional labour jobs. This is consis-
tent with findings by Joseph and Newman (2010); how-
ever, they primarily found a relationship between stronger
emotional regulation and high emotional labour, whereas
our study found those in the high emotional labour cate-
gory to be significantly higher than the normative mean
on all 10 ECR scales. Results supported the hypothesis
that jobs with high emotional labour requirements cor-
relate with higher levels of EL

When ECR scores from four leadership groups were
combined, we noted that they scored significantly higher
than the ECR mean on all ECR scales. This suggests
that the ECR has good criterion group validity and is
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capable of identifying those behaviours associated with
leadership. Although the participants in this group were
small, all differences were significant (p < .05), and the
findings are consistent with the theoretical and empiri-
cal basis upon which the ECR was constructed, that the
ECR is capable of identifying behaviour related to lead-
ership. These findings, together with previous research,
indicate that the relationship between EI and leadership
has already reached sufficiency and stability (Gooty et
al., 2010). Future research should focus on incremen-
tal validity issues as well as investigate the relationships
between EI competencies and leadership in specific in-
dustries. Nevertheless, the findings of this study provide
further insight into the specific EI competencies that sup-
port effective leadership.

Conclusion

Opverall, the results strongly indicate that the ECR possess
adequate test design relative to models of mixed EI; that
the ECR is an effective measure of EI and that it is capa-
ble of identifying behaviours associated with leadership
benchmarks.

The findings indicate that the 77-item scale holds
promise as a reliable, valid measure of EI as conceptu-
alised by Newman and Purse (2007). Age and gender
analyses revealed minor differences between males and
females but suggest that age specific norms should be de-
veloped when using the tool to assess EI in people under
30 years of age. Results also indicated that jobs with high
emotional labour requirements correlate with higher lev-
els of EI. ECR scores were not affected by response style.

The ECR scales had a meaningful pattern of conver-
gent validities in relation to measures of normal person-
ality and previous measures of EI, but results also suggest
that the ECR measures something other than simply per-
sonality. It is advised that further research examine the
predictive validity of EI when controlling for personality
and leadership performance ratings.
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