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Abstract 

Numerous articles have been published regarding the link between Emotional 
Intelligence (EI) and leadership in the business domains [1-4]. Yet there is a paucity of 

research in the domain of EI and leadership in sport. The purpose of this study was to 

investigate if there was a similarity between the EI of elite business executives and elite 
sports team coaches. A further aim was to investigate if EI can be used as a measure to 

differentiate between an elite and average group of leaders in the sports and business 

environments. We approached this study by selecting a self-report measure of EI, (The 
Trait Emotional Intelligence Questionnaire) and a sample group of thirty eight (38) 

candidates consisting of elite coaches, elite executives, average coaches, or average 

executives. The sample group completed the questionnaire anonymously allowing the 

quantitative data to be gathered and analysed. Examination revealed that there is a 
similarity between the EI of elite coaches and executives, and between elite and average 

executives. Minor differences were noted between the elite and average coaches. The 

results indicate that there are transparencies between the two environments and that the 
sports team leaders are similar to business leaders. However, caution needs to be taken 

when determining if EI can be used as an indicator to differentiate between elite and 

average leaders. 

Keywords: Emotional Intelligence, Elite Coaches, Elite Business Leaders, Psycho-Social 
Well-Being,Self-Confidence,Self-Esteem 
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1. Introduction  

Over the past few years, there has been a growing body of literature revolving around the psychology of 

excellence in sport. Both advances have come about mainly due to the striving towards peak performance. 

Emotional Intelligence (EI) has become a key concept in the field of both research and mainstream 

psychology, and is subject to a growing interest in sport psychology and leadership. Zizzi, Deaner and 

Hirschhorn have found that there is an associated significance between EI and sport performance. 

Dulewicz, Young and Dulewicz have found a significant link between the levels of EI and leadership 

performance.  

Despite the paucity of research of EI in the sport domain, it could be argued that a number of parallels 

between EI of business executives and that of sports team coaches exist. Jordan, Ashkanasy and 

Charmine, as well as Jordan and Troth, reported that individuals involved in the business environment, 

with high levels of emotional intelligence, are able to cope better with job-related tension and deal with 

conflict resolution. This illustrates circumstances that coaches would be required to execute successfully 

if they were to be successful and influence their teamôs performance. George revealed that leaders within 

a business environment, and with high emotional intelligence, have a higher incidence of being more 

successful and effective. Weinberg & McDermott indicated that successful individuals in the sports 

environment possess similar forms of attributes (e.g., communication and leadership styles). Given this, it 

is plausible to assume that if emotional intelligence contributes to performance in one environment, then 

it may well do so in another environment. It is also implied that there is a crossover between the 

principles of success between the leaders of businesses and sport teams.  

The golden, amateur age of sport is considered to have been in the past, and since the 1980ôs sport is 

considered to be a business-like profession. Today, sports teams attract stakeholders that address issues 

such as revenue, costs, labour markets, market outcomes, and public and league policies. Therefore, it is 

hard to argue that sport cannot be considered a business with the main focus not only on entertainment, 

but also measures of success considered in terms of trophies and turnover.  

Research has revealed that Emotional Intelligence (EI) is a key determinant of effective leadership. Loehr 

and Schwartz mention that the reason why successful sportspersons and sports teams have sustained such 

high performance is due to possessing high levels of emotional intelligence. However there is paucity of 

research in the domain of EI and leadership in sport. It has been mentioned above that sport teams are run 

like businesses. Given that both sport and business organisations share the purpose of achieving 

successful outcomes for their shareholders, it is reasonable to assume that there is some transference of 

characteristics between the two domains. It is therefore assumed that the leaders of sport teams should 

display similar characteristics and intelligences to the leaders of business organisations.  

The aim of this study is to quantify the levels of emotional intelligence in a group of elite business 

executives and in a group of elite sports team leaders (i.e., coaches), and to correlate the findings of the 

two groups. The importance of this research is of benefit to both the corporate and sports communities. 

Both sports teams and organisations are driven towards success, and there is therefore a need to 

constantly achieve the most effective and efficient use of all resources available. Therefore EI scores 

should be considered as an important resource as there is evidence to suggest that EI scores are related 

both to leadership potential and potential for success.  

It can be assumed that if a link is found between the levels of EI of business executives and sports team 

leaders, then EI could be used to indicate potential successful leaders of a sports team and a business. This 
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would enable boards to have better judgement when selecting a potential leader for a team (in both the 

sporting and business environments) and, therefore, long-term success for the team concerned.  

For research purposes, this study will add to the severely lacking domain of the testing of EI in the 

sporting community. It will also serve as a benchmark for future research to consider the use of a self-

report questionnaire, in particular the Trait Emotional Intelligence Questionnaire (TEIQue), in the 

leadership and sporting environment. 

2. RESEARCH CONTEXT 

2.1 EMOTIONAL INTELLIGENCE (EI)  

The term ñEmotional Intelligenceò (EI) was first established by Salovey and Mayer in 1990. EI is the set 

of abilities that are responsible for how a personôs emotional reports vary in their accuracy and how the 

more accurately a person can understand their emotions, the better they will be at problem solving.  

They hypothesized that a theoretical framework existed, describing a set of skills ñé relevant to the 

accurate appraisal and expression of emotion in oneself and in others, the effective regulation of emotion 

in self and others, and the use of feeling to motivate, plan, and achieve in oneôs lifeò. The framework 

implied that the two mental processes, óthinkingô and ófeelingô work together, and were interdependent. 

This can be considered to be the combination of intelligence and emotions and the extent to which a 

personôs cognitive capabilities are informed by emotions, and the extent to which emotions are 

cognitively managed. EI can therefore be considered a member of the class of intelligences including the 

social, practical, and personal intelligences that are known as the hot intelligences. Since this 

establishment of EI, there have been numerous models that have been developed. Please refer to 

Appendix 1 for a table of the existing models of EI.  

Within the emotional intelligence domain there exists more than one theory regarding the topic of EI. 

Each presented in an attempt to better understand and explain the skills, traits, and abilities associated 

with social and emotional intelligence. Thus no singular theoretical framework and testing measure has 

been defined or identified as the ñacceptedò and ñcorrectò version of EI. Therefore there are many 

viewpoints about what exactly comprises the domain of EI. This has resulted in the development of 

various terminologies and measurements used to describe the concept [25, 28-30]. Such confusion has led 

to the establishment of three models to test the various models: the ability model, the mixed model, and 

the trait model. The main differences between the models are expressed in Appendix 2 

2.2 Ability Measur ement Versus Self-Report 

Due to early work on EI failing to realise the importance of the differentiation between the fundamental 

principles of a self-report and ability measure, previous studies have resulted in contradicting findings 

regarding performance test scores. To date, there has been no published study that has provided a 

comprehensive analysis of the validity of an EI measure that is preferred when measuring sport. The 

decision to use either a performance/ability or self-report, measure should be based on the relative 

contribution of each to the variables contained in the model concerned. Bearing this in mind, it is 

worthwhile to note that self-report measures have been the typical method of construct assessment in the 

sport and exercise psychology literature to date. It is for these reasons, mentioned above, that a self-report 

measure has been chosen for this study.  
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2.3 Emotional Intelligence and Leadership 

The various studies that have been performed in the field of investigating EI and leadership have assessed 

the samples in two different methods as performed by Barbuto and Burbach, Palmer, Walls, Burgess and 

Stough, and Downey, Papageorgiou and Stough. Both methods appear to produce the same result, being 

that EI is a key determinant of effective leadership. 

Most of the literature regarding the link between EI and leadership has focused on the implication in the 

context of the business environment. Leaders with high levels of EI have been shown to form strong 

relationships with their followers. A leader who possesses high levels of emotional intelligence has also 

been shown to consider the needs of others over his or her personal needs. Additionally, it has been 

argued that emotionally intelligent leaders are able to use emotionally expressive language and non-verbal 

cues to help facilitate thinking. By providing followers with purpose and meaning, delivered in an 

emotionally expressive manner, Shamir mentions that such leaders can inspirationally motivate followers 

to perform beyond expectations. 

The characteristic of being able to influence the behaviour of followers and therefore have an influence on 

performance outcomes has been defined as an indicator for a good leader. The process of leadership 

depends deeply on the leaderôs ability to recognize a followerôs emotional state, the ability to evoke 

emotions in others, and the ability to manage followerôs emotions accordingly. Research has shown that 

EI is a key factor in an individualôs ability to be socially effective and is viewed in leadership literature as 

a key determinant of effective leadership. George argues that leaders showing high levels of EI are able to 

promote effectiveness at all levels within organizations.  

House and Aditya have shown that the level of EI of a leader plays a vital role in the óqualityô and 

óeffectivenessô of social interactions with other individuals. Furthermore, it has been shown that 

individuals with high levels of EI are able to interact more smoothly with members of their work team. 

Additionally, leaders with high levels of EI might be superior in monitoring and using intuition to 

determine how group members are feeling, and therefore more able to take appropriate action. Such 

intuition has been described by Bass to play an important role in effective management and leadership, 

particularly at higher levels in organizations. The leaders of today are constantly working within an 

environment that is changing, becoming more complex and increasingly filled with uncertainty. In times 

of uncertainty and change, intuition in the decision-making process has become imperative. It is 

suggested that the intuitive use moods and emotions when making a decision plays a central role in 

achieving top performance in an organization.  

George has added the following activities as essential for effective leadership: 

- Developing an action plan of a collective sense of goals and objectives.  

- Instilling in others a sense of knowledge and appreciation for the importance of certain work 

behaviours and activities.  

- Developing a culture of excitement, enthusiasm, trust, confidence and co-operation.  

- Encouraging flexibility in decision-making.  

- Establishing and maintaining an identity for an organization.  

- Leaders within a business environment with high emotional intelligence are more likely to be 

more successful and effective.  

There is an implied expectation that the principles of success possessed by coaches would be applicable 

and transferable to the world of business. There is also evidence to suggest that the characteristics of the 
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leadership factors mentioned above can be translated to sport teamsô coaches. This is believed to be due to 

the fact that coaches are constantly required to monitor the individual progress of athletes and give 

feedback regarding development and improvement.  

There is also evidence that the act of assisting athletes to recognise and manage their emotions is critical 

to facilitate success in sport. Thus there is a need for sport leaders to excel at the interaction with, and 

motivation of, the athletes/sports people in their team. There is also the need for goal-orientated 

behaviour, and the management of stressful situations. It can therefore be assumed that the leadership 

behaviours and motivations of sports leaders are similar in nature to that of business leaders. Therefore 

there is reason to believe that both sports coaches and business leaders would be more successful at their 

jobs if they possessed higher abilities in the personal and social dimensions of EI.  

In addition, it is important to realise that EI may mediate the cognitions and behaviours of coaches, and 

therefore have an indirect effect on the cognitions and behaviours of the group. This is an important 

consideration when screening potential candidates for a leadership position at elite levels, mainly because 

at such a level the job climate can be unstable and stressful. This could result in feelings of job insecurity, 

which has been shown to impact negatively on the overall objective performance of the team.  

Presumably, sports coaches with a higher level of EI will possess healthy coping mechanisms, and make 

better decisions, when faced with such negative circumstances mentioned above. If a coach is unable to 

manage and recognize the emotions of both themselves and their group (as indicated by a low EI), 

anecdotal evidence, suggested by Caruso, Mayer, and Salovey, recommends that the sports person/athlete 

may suffer from low self-esteem and is more likely to disengage from the team and their sport. 

Considering that sports coaches are regarded as role models and that they affect the cognitions and 

behaviours of a group, it would make sense to screen for, and select, a coach with a high EI score.   

2.4 Leadership in Spot  

When considering leadership and performance in sport, emphasis needs to be placed on the skill of the 

coach to have vision and the ability to interact with the team members. Research has revealed that this 

interaction is often difficult due to the complexity between the relationship of the player and coach. 

Carron and Chelladurai referred to such interaction as ñcohesionò and stated that it is dependent upon, and 

could also be affected by the player and coach relationships. Loehr also made reference to such a 

relationship and stressed that the common theme of effective leadership in a sports team environment is 

the ñpositive impact that individuals can have on group dynamics relative to a team objectiveò. 

Unfortunately, sport specific research has provided minimal findings and evidence to support theories 

derived from outside sport context. It has been suggested that the main problem with attempting to 

transpose general theories of leadership to sports settings is the failure to consider the unique 

characteristics of sports team. In response, Chelladurai developed the multidimensional model of 

leadership to provide a conceptual framework that allowed leadership effectiveness to be studied in the 

sports domain. He proposed that effective leadership is dynamic and is based on a complex series of 

interactions between leader, group members and situational constraints. The model suggests that positive 

outcomes will occur when there is congruence between the leaderôs actual behaviour, the group members 

preferred leadership behaviour and the behaviour that is required in relation to the situation. In addition, 

behaviour does not occur in a vacuum, and antecedent factors such as leader and member characteristics 

will influence both the actual behaviour of the leader and group preferences for leadership behaviours. 
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3.Methodology  

3.1 Research Question 

The main question that was be explored was that of the relationship between levels of EI of elite business 

executives and sports team coaches (H1). This drew on inductive theory
 
as no literature to date has 

correlated the results of EI in sports coaches to that of business executives. The specific observation for 

this inductive study was based on the deductive theory and already established research that exists 

surrounding the link between EI and the leadership of sports team coaches and business executives. 

Evidence suggests that there are numerous circumstances that express transparency between the two 

domains when comparing the necessary skills and traits that are required to be successful within the 

domains. 

Another area that was explored was that of the relationship between the levels of EI in elite and average 

sports team coaches (H2). This hypothesis was based on deductive theory as the research that has been 

performed in this domain was severely lacking, and only a handful of published articles have been used to 

draw literature from.  

Finally, the relationship between the levels of EI in elite and average business executives was also 

explored (H3). This hypothesis was based on deductive theory and the studies that have already been 

performed revealing that EI was a key factor in an individualôs ability to be socially effective and is 

viewed in leadership literature as a key determinant of effective leadership. The correlation between EI 

and leadership performance and potential has been well documented. 

3.2 Data Collection  

The sample taken for the research was a non-probable sample consisting of thirty eight (38) candidates 

taken from the sporting and business population around the world. This implies that the participants 

selected were drawn from all race groups. Mandell and Pherwani [61] found that there is a significant 

difference between the scores of emotional intelligence and gender. Therefore, all participants elected 

were of the male gender, in order to limit the amount of external factors that could influence the EI 

results. It was also decided to choose only males due to the accessibility of more male international sports 

coaches and elite business executives. Mayer, Salovey, and Caruso have revealed that EI develops with 

age. Therefore age was considered to be criteria for selection. All participants selected were between the 

ages of 25-65 years old.   

The 38 male participants were assigned to one of four groups (two cases and two controls). The case 

groups consisted of ten people whom were considered to be elite business executives (Elite Exec) and ten 

people who were considered to be elite (of international standard) sports team coaches (Elite Coach). The 

control groups consisted of nine people who were considered to be average business executives (Avg. 

Exec) and nine people who were considered to be average sports team coaches (Avg. Coach).  

All of the business executives used in this study (Elite Exec and Avg. Exec) was required to hold the title 

of Chief Executive Officer (CEO), Managing Director, Owner or President at the time of the study, or 

have done so in the past. Due to accessibility, it was decided to select participants from one of the 

following industries: manufacturing, retailing, financial or professional services. The Elite Execs were 

defined as those whose companies were listed on the Johannesburg Stock Exchange (JSE) or have been so 

in the past. The Avg. Execs were defined as those whose companies not listed on the JSE either at the 

time or in the past.  
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All coaches (Elite and Avg.) were selected from a range of different sporting codes. At the time of the 

study they were working as a professional sports team coach or had done so in the past (within a time 

frame of ten years), and coach (or have done so in the past ten years) a group or team of individuals 

consisting of more than eight athletes/sports persons. The Elite Coaches were defined as coaches who had 

a minimum of one seasonôs experience as the coach of an international sports team. The Non-Elite 

coaches were defined as those who had no experience as an international sports team coach and had 

experience at a professional level. The method of selecting an elite/international sample group and 

comparing it to an average group of leaders was synoptic to methods used in previous literature [3, 35]. 

3.3 Intricacies of the Trait Emotional Intelligence Questionnaire (TEIQue) Test  

All thirty eight participants were required to complete the TEIQue test for trait emotional intelligence. 

The full test consisted of 153 items that was rated on a 7-point Likert scale ranging from 1 (strongly 

disagree) to 7 (strongly agree) with a theoretical average of 3.5. Higher scores on the TEIQue indicated 

higher levels of trait emotional intelligence. The test encompassed 15 subscales (adaptability, motivation, 

emotion expression, empathy, relationships, emotion regulation, impulsivity, stress management, 

assertiveness, emotion management, social awareness, happiness, optimism, and self esteem) organized 

under four factors: well-being, self-control, emotionality, and sociability [62]. Please refer to Appendices 

3 and 4 for a detailed description of the factors and subscales incorporated in the test, and for a sample of 

the test. Due to nature of the test, it was to be considered as a self-report measure of EI and therefore 

measured peoplesô perceptions of their own abilities.  

All forms of the TEIQue test are available free of charge for research purposes and can be downloaded 

from the London Psychometric Laboratory (LPL) website. A system was set up with the LPL allowing 

the individuals in this study to complete the TEIQue test online. In order to ensure that all of the results 

remained confidential, every candidate received their own login name and password that expired after 60 

days after the initial activation. These results were made immediately available to the LPL for analysis.  

Written items about EI are considered to be intrinsically ecologically valid to the extent that some 

emotional information is communicated through writing (Mayer, Salovey, & Caruso, 2004). Trait EI is 

explicitly conceptualised as a lower-order personality construct. It was therefore expected to show strong 

correlations with the higher-order dimensions that define the factors and subscales making up the test. 

Therefore, trait EI theory predicts that the construct would exhibit incremental predictive validity over the 

basic personality dimensions only in relation to criteria that were sufficiently affect laden.  

3.4 Date and Statistical Analysis  

The TEIQue questionnaire was scored by the LPL. The score was then presented on a single spread sheet 

with all of the candidateôs data in code according to their initial login sequence. The spread sheet revealed 

the scores of the candidateôs global trait EI, the four factors and fifteen subscales. The means and standard 

deviations of all of the groups for all of the factors, subscales and global EI scores were calculated. The 

internal validity of the test was determined by using Cronbachôs alpha test. Once results were found to be 

reliable a Leveneôs test was performed which revealed that all of the data followed a normal distribution. 

Therefore, an independent t-test was used to compare the means of the all three null hypothesis to 

determine the similarities between the groups. Correlations were performed using Pearsonôs correlation 

test.  
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4.Research Findings and Analysis  

A Cronbachôs alpha value of 0.951 was obtained indicating that the results of the TEIQue test were both 

reliable and consistent, and that this tool had strong internal reliability. 

4.1 Descriptive Data  

The descriptive data of the four groups obtained have been presented in (Table 1). 

The results from Table 1 show that the Elite Coaches were significantly older than the Average Coaches 

and that the Elite Business Executives were significantly older than the Average Executives. In addition, 

the Elite Coaches earned significantly more than the Average Coaches.  

The EI subscale and global values for all groups are presented in Table 2 below. The results show that 

when comparing the means and p-values of the global EI scores for each of the groups, there appears to 

be no significant difference. However, closer examination of the subscales and factors reveals the 

following. When examining the results for emotional perception, there is a trend towards significant 

difference between the groups (p-value = 0.058) of the Elite Coach and the Average Coach. 

Social awareness, assertiveness, and sociability appear to be dominant traits when considering both elite 

groups as the mean values are the same for both the executive and coaching groups. Impulsivity and stress 

management appear to be dominant traits when considering both coaching groups as the mean values are 

the same and are on average more than the mean values of that of the executives. 
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4.1.1 All Coaches Vs. All Executives 

Since there were no significant differences between the Elite Coaches and Executives, Elite and Average 

Coaches, and Elite and Average Executives, it was decided to group all of the coaches and all of the 

executives and determine if any significant difference exists between the groups. (Table 3) represents the 

results.  

The impulsivity of the entire coach group was significantly higher than the entire executive group. 

Furthermore, there was a tendency for self-esteem and self-control to be higher in the coaches group.  

4.1.2 All Elite Vs. All Average  

It was also decided to group all of the Elite candidates and all of the Average candidates and compare the 

results between the two in order to determine if any significant difference exists between the groups. Table 

4 below represents the results.  

The subscale of assertiveness shows a tendency towards significance between the group of elite and 

average candidates. 

4.1.3 Elite and Average Group Compared to Other Population Norms 

Table 5 represents the results obtained when the mean values of the groups of elite and average candidates 

were compared to the values of population norms of each of the TEIQue subscales in the sample 

conducted by Rodeiro, Bell and Emery. This has been done in order to make a comparison between the 

results of the average group and that of accepted population norms. It is evident when considering the 

values listed below that in all circumstances, other than emotion expression, the elite and average groups 

of candidates score higher than the population norms. This is an indication that the average candidates 

selected for this research already have above average scores of emotional intelligence when compared to 

the average population.  

4.2 Correlation  

A Pearsonôs Correlation was performed to test the existing model of its subscales and factors. Table 6 is a 

representation of the results obtained from this correlation. On examination of the results there appears to 

be a strong correlation with the traits as most significant values are in the region of 0.40. It was therefore 

decided to consider only those significant values in the region of 0.60 and above.  

Adaptability, a subscale, is supposed to feed directly to the global trait score. However, it appears to be 

correlated with the factor wellness and the subscales stress management and optimism. Motivation is also a 

subscale that is supposed to feed directly to the global trait score. It appears to be correlated with the 

subscale impulsivity and the factor self control. 

All factors are correlated strongly with their subscales. However, closer examination reveals that they 

appear to be correlated with subscales that are not in the factor group. 

Emotionality (consisting of emotion expression, empathy, emotion perception, and relationships) is also 

related to social awareness and optimism. Self control (consisting of emotion regulation, impulsivity, and 

stress management) is also correlated to motivation, happiness, optimism and well being. Sociability 

(consisting of assertiveness, emotion management, and social awareness) is also correlated to emotion 

expression and emotionality. Lastly, the factor well being (consisting of happiness, optimism, and self 

esteem) is also correlated to emotion regulation, stress management, and adaptability.  
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When considering the subscales, the following correlations have been found. Relationships are correlated 

to empathy and optimism. Optimism is correlated to self esteem, emotion regulation, happiness, stress 

management and relationships. Emotion management is correlated to empathy. Stress management is 

correlated to emotion regulation and happiness. Emotion perception is correlated to emotion expression, 

empathy, and self awareness. Impulsivity is correlated to motivation. Lastly, motivation is correlated to 

emotion expression, emotion perception and emotion management.  

4.3 Discussion  

Table 1 suggests that the elite coaches and executives were similar in age, but the elite coaches were older 

than the average coaches and the elite executives were older than the average executives. It is plausible to 

assume that the elite candidates are older than the average candidates due to the fact that leaders in this 

position generally require a certain number of years of experience before they are given the opportunity to 

lead a listed company or coach an international sports team. The fact that the elite coaches earn more than 

the average coaches is due to the nature of the demands of coaching an international sports team. Coaches 

employed on international circuit are often remunerated in foreign currency amounting to much more than 

that of a local coach in South Africa. 

H1: GROUP OF ELITE COACHES Vs. ELITE EXECUTIVES  

As hypothesized, the sample of elite sports team coaches does not appear to be different to that of elite 

business executives regarding all of the factors, subscales and score of global EI. This reiterates what has 

been stated in the literature that the principles of success possessed by coaches would be applicable and 

transferable to the world of business. The findings also conincide with the suggestion that the 

characteristics of the leadership factors mentioned in business leaders can be translated to sport teamsô 

coaches.  

When comparing the results of the sample of international coaches and elite business executives it is 

evident that the elite coaches scored similarly to the elite executives with respect to the four main factors 

of EI (well being, sociability, self control and emotionality) and all fifteen subscales. The subscale ñself 

esteemô is the only trait that appears to be presenting as a possible trend. This suggests that the scores of 

emotional intelligence of elite business executives are similar to that of elite sports team coaches.  

H2: GROUP OF ELITE COACHES Vs. AVERAGE COACHES  

The Elite coaches had similar global TEI scores to that of the average coaches. This is a surprising finding 

as it was expected that the elite coaches would display higher scores than the average coaches. This finding 

can be explained when considering the results obtained from table 7. The table reveals that the average 

coaches have higher scores of emotional intelligence than the populationôs norms. It is possible that the 

selection of the average group was not different enough to that of the elite group and that the average 

coaches are average by inexperience and virtue of their age and have the potential to be elite given time. It 

also needs to be considered that the average coaches have chosen the profession of being a coach due to 

their pre-existing leadership potential. 

There was a trend for Emotional Perception (EP) to be higher in the elite group compared to the average 

group. EP forms part of the emotionality factor group. The emotionality factor deals with oneôs ability to 

understand and utilise emotion-related information. EP is specifically concerned with how clear one is 

about his/her own and other peopleôs feelings and emotional state. This characteristic is important in the 

leadership environment as it indicates how clear one is about how he/she is feeling and how much 

attention is paid to the emotional signals that others send out.  
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This finding is not consistent when considering the results between the two executive groups as both 

groups appears to have the same value of EP suggesting that it is not a subscale of importance to be an 

executive business leader of a listed company. Hanin and Totterdell stated there is evidence to suggest that 

in order to be successful in sport it is important to recognize and manage the emotions of athletes. This is 

because sport is an emotional experience for many athletes as they are exposed to external stress and 

internal emotions following a win or defeat. There is also evidence to suggest that the emotional state of an 

athlete can have an effect on their performance both during practice and during a match. This includes an 

effect on oneôs motivation, physical functioning, and cognitive functioning.  

Coaches play a vital role not only in the physical performance of their athletes, but also in their 

psychosocial well-being. EP plays a vital role in the ability of a coach to become attuned to the many 

personal and individual needs of their athletes. A coach is often required to occupy many roles within the 

lives of their athletes including not only being a leader, but a follower, teacher, role model, limit setter, 

psychologist/ counsellor and/or mentor. Due to the intensity of sport at international level, the athletes are 

subject to more intense emotions. Therefore it is plausible to believe that international coaches are required 

to be more skilled at the above mentioned attributes. It should also be considered that the elite coaches are 

considerably older than the average coaches and obtain the position of coaching at international level 

through years of experience. Considering that EI has been shown to develop with age  and that the 

international coaches have added experience, it is plausible to conclude that they have developed the trait 

of EP more than the average coaches  

There was a trend for Emotional Management (EM) to be higher in the elite group compared to the 

average group. Further investigation of the data reveals that another subscale in the factor of sociability 

that is trending towards presenting with a significance of difference is that of emotional management 

(EM). This is a measure of how capable one is of influencing other peopleôs feelings and emotional state. 

The mean value of EM for the elite coaches is higher than that of normal coaches. This skill is closely 

linked to that of emotional perception as it is very difficult to have an effect on others without first sensing 

how they are feeling and understanding their position. People with this skill are able to sense or even 

anticipate their audienceôs reaction to their message and can effectively lead the outcome towards a desired 

goal.  

Such a skill is essential to build team cohesion which can have a dramatic effect on the success of the 

team. It is plausible to conclude that international teams function at a higher level than that of a domestic 

team. Therefore, it is also plausible to conclude that the amount of team cohesion needed at international 

level is greater than that at domestic level. Considering the above and in line with the fact that the EP of 

elite coaches is higher than that of non elite coaches, it is plausible to conclude that the EM of the groups 

would behave in a similar manner.  

H3: ELITE BUSINESS EXECUTIVES Vs. AVERAGE BUSINESS EXECUTIVES 

Hypothesis 3 predicted that there would be a significant difference in the global EI scores between the 

Elite Exec and the Avg. Exec groups. The results have revealed that there is no difference between the two 

groups.  

This was unexpected as previous literature has shown a correlation between EI and leadership performance 

and potential which has been well documented. It is reasoned that the difference in these findings relates 

back to the previously mentioned lack of agreement regarding a definition or measurement scheme for EI. 

In this study EI was measured utilizing the TEIQue. Given the relatively short history of EI, the TEIQue is 

not a widely-used instrument to measure leadership characteristics or traits. The previous studies that have 



www.ijbcnet.com       International Journal of Business and Commerce      Vol. 1, No. 5: Jan 2012[82-115]  

(ISSN: 2225-2436)                                                                              

Published by Asian Society of Business and Commerce Research   93 
 

determined the link between EI and leadership performance and potential used the MSCEIT, ECI, or EQ-i 

measures.   

This finding could also be explained by the results obtained from table 7. The table reveals that the average 

executives presenting with higher scores of emotional intelligence when compared to the populationôs 

norms. It is possible that the selection of the average group was not different enough to that of the elite 

group and that the average executives are average by inexperience and virtue of their age and have the 

potential to be elite given time. It also needs to be considered that the average executives are already in a 

leadership role due to their pre existing leadership potential.  

Another issue that needs to be considered to explain such a discrepancy is the possibility of 

methodological differences. The importance of sample size to the robustness of analysis and the 

generalizability of results is well established, with larger samples generally offering more statistical power. 

For this t-test, a sample size of ten Elite Executives was compared to a sample of nine Average Executives. 

Such a small sample size raises concern as to the validity of the results and therefore if they can be 

compared to that of previous studies that generally used a much larger sample.  

There is also the concern raised regarding the fact that the TEIQue has never been used for a study on 

business executives in South Africa. There is a possibility that the results might be bound to the cultural 

circumstances that have not been accounted for.  

4.3.1 All Coaches Vs. All Executives 

Since there were no differences in Global TEI between the Elite coaches and Average coaches and the 

Elite Execs and Average executives, a combined coach group was compared to a combined executive 

group to see whether differences in EI might exist between coaches and executives. The first observation 

was that the coaches had higher levels of impulsivity (IMP). This reveals that the coaches display higher 

scores in the ability to deal with stress and restrain their impulses. Impulsivity forms part of the self control 

factor which deals with how good one is at regulating his/her own emotions which helps one restrain their 

impulses and deal with stress effectively. Low impulsivity deals specifically with how reflective one is and 

how willing he/she is to perform a task quickly, on the spur of the moment, and willingness to give in to 

urges.  

Caruso and Salovey mention that the ability to control emotions is one of the keystones for EI. The main 

objective of such a skill is for one to integrate his/her emotions into his/her decisions and behaviours in a 

way to enhance his/her life as well as that of others. Controlling impulses allows a leader to integrate 

thinking and feeling and not act irrationally or based on a gut feel or emotion that might lead to an 

undesired result further down the line.  

Loehr and Schwarz discuss in their article ñThe making of a corporate athleteò how the skills of training 

athletes are transferable to that of business executives. One of the aspects that they mention is that when 

training athletes, coaches do not focus on the primary skills that are necessary to compete in the sporting 

event. The focus is mainly on supportive or secondary skills of which self control is one of the five 

aspects. The literature mentions the following two aspects that could influence the results of IMP: decision 

making and handling of stress. Although there are grounds to make mention of such aspects, they are 

transferable to both groups and therefore cannot be used to draw on as evidence for a reason to suspect a 

difference in the results.  
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Therefore, after considering the evidence provided above, it is plausible to conclude that due to the 

emphasis placed on a trait such as controlling oneôs impulses in the sports environment, the leaders of 

sports teams would present with higher scores in this domain.  

The results also show that there is a trend for the self-esteem in the coaches group to be higher than in the 

group of executives. Self esteem forms part of the well being factor which deals with how upbeat and 

fulfilled one feels about themselves and their emotional state. The SE subscale measures how positive one 

views themselves and their achievements. It also measures how one values oneself regarding both self 

confidence and success.  

Self esteem and self confidence have been found to be the single most successful factors, separating 

successful from non successful athletes and leaders across all sports. Both traits play a vital role in the 

belief of an athlete as both factors contribute towards ones expectation of performance. The importance of 

self confidence in sport dates back to 1977 when Banduraôs self-efficacy theory was applied to the sport 

environment. It was only in 1986 when Vealey adapted the efficacy model to be more specific to the 

sporting environment. It is plausible to conclude that the scores for self esteem are higher amongst the 

group of sports coaches due to the importance and emphasis placed by the sports environment on this trait. 

Although the trait is mentioned to be important in the organizational environment, it appears that it is 

emphasised and more specific in the sports environment and is therefore higher in the sporting domain.  

4.3.2 All Elite Vs. All Average  

Since there were no differences in global TEI between the Elite coaches and Average coaches and the Elite 

Execs and Average executives, a combined elite group was compared to a combined average group to see 

whether differences in EI might exist between elite and average candidates. The first observation was that 

the elite group has significantly higher levels of assertiveness. In their study Ames and Flynn  mention that 

assertiveness is one of the characteristics that people sometimes look for in leaders. They found that the 

significance regarding the level of this trait in determining oneôs leadership success is illusive. Generally, 

leaders can exhibit low assertiveness (e.g., being very passive and deferential to others), moderate 

assertiveness (e.g., mounting a defence when provoked), or high assertiveness (e.g., pursuing objectives 

with hostility). In the end it was determined that the level of assertiveness needed depended on the 

situation, and that displaying too much or too little of this trait determined the difference between leader 

success and failure. Interestingly it was found that being too low or too high in assertiveness was viewed 

as a leadership weakness, with leaders on both extremes seen as less effective than leaders with moderate 

levels of assertiveness. 

It is evident when considering the levels of assertiveness of the elite coaches and considering a Likert scale 

of between 1 to 7 that the elite coaches indeed possess levels of assertiveness that are between the two 

extremes of being high (score close to 7) or weak (score close to 3). This finding is synoptic with the 

findings of Ames and Flynn. Therefore, it is plausible to assume that this level of assertiveness has 

contributed to the success of the elite group of leaders.  

The results also revealed that there appears to be no difference between the factors of adaptability and 

optimism between the groups. This implies that both groups are capable of having multiple perspectives of 

a situation, and remain confident and comfortable when making a decision. It also implies that these two 

factors are not significant in order to be a successful leader.  
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5. Correlation of the Subscale and Factors 

When discussing the correlations below, it was first decided to test the existing model of subscales that 

constitute a factor. When there were other subscales from other factors that were found to correlate with a 

different factor, this relationship was investigated. Considering that a factor is merely a grouping of 

subscales, it was decided to investigate how this new subscale correlates with an existing subscale in the 

factor group in order to explain the initial relationship.  

5.1 Adaptability  

This subscale does not belong to any particular factor and has a direct effect on the global trait EI score. It 

is a measure of the flexibility of a candidate and measures how easily the person is able to adapt to new 

conditions in both their work and personal life environment. The study has revealed that the adaptability 

has a strong correlation with both stress management and optimism. Goleman mentions that the trait of 

adaptability and flexibility take into account multiple perspectives on a given situation. This requires one 

to stay comfortable with ambiguity and remain calm in the face of the unexpected. He also mentions the 

importance of self confidence as being flexible as it often requires sureness in decision making that is done 

without reservation.  

5.2 Self Motivation 

Similar to the above, self motivation (SM) feeds directly to the global trait EI score. This subscale 

measures the candidateôs ability to motivate from within and the likelihood to give up when faced with 

adversity. Staying in line with the literature, this subscale does not belong to any factor group.  

5.3 Emotionality  

The subscale of emotionality (EMO) deals with the factors empathy (EMP), emotion perception (EP), 

emotion expression (EE), and relationships (REL). The factor measures the candidates understanding and 

utilization of emotion-related information. Staying in line with the literature, emotionality is strongly 

correlated with its factor groups. The data also indicates that emotionality is strongly correlated with social 

awareness and optimism. Social awareness (SA) deals with the ability to communicate with people and 

build social networks. It is plausible to deduce that SA will be correlated to this factor as without it, it 

would be difficult to build relationships, communicate and bond with people making the trait of 

emotionality almost impossible. Optimism (OPT) appears to be correlated to REL which collates with 

previous research conducted in the field of psychology.  

5.4 Sociability 

Sociability deals with the subscales emotional management (EM), assertiveness (ASS) and social 

awareness (SA). The factor measures the candidateôs ability to socialize with other people, how assertive 

the person is compared to others and how easily the candidate finds it to deal with and influence other 

peopleôs emotions. Staying in line with the literature, sociability is strongly correlated with its factor 

groups.  

The data also indicates that sociability is strongly correlated with EE and EMO. It appears that EE has a 

strong correlation with the subscale SA and EM. EE is considered to be the ability to express oneôs 

emotions to others. It is plausible to suggest that EE and EMO would have an impact on oneôs ability to 

communicate, and socialize with other people. Both EE and EMO would also be necessary skills to deal 

with and influence other peopleôs emotions.  
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5.5 Self Control  

Self control deals with the subscales emotion regulation (ER), impulsivity (low) (IMP) and stress 

management (STR). The factor measures the candidateôs ability at regulating their own emotions, act on 

emotions, and manage stressful situations. Staying in line with the literature, self control (SEL) is strongly 

correlated with its factor groups. SEL also appears to be correlated with SM, happiness (HAP), OPT, and 

well being (WEL).  

SM appears to be strongly correlated with IMP. This relationship is well known and has been documented 

in other research papers such as that published by Mark Muraven in 2003 who stated that the two have a 

positive relationship on each other. HAP appears to be correlated with STR. Goleman, Boyatzis and 

Mckee acknowledges this correlation and states that one of the oldest laws in psychology holds that 

beyond a moderate level, anxiety and stress will affect mental abilities and can affect ones emotional state.  

OPT appears to be correlated to both ER and STR. The relationship of these factors has been explored by 

Scheier and Carver who found that the self regulation of internal behaviours and how optimism may lead a 

person to cope more adaptively with stress. WEL appears to be correlated with both ER and STR. This is 

in line with the findings of a study conducted by Slaski and Cartwright. 

The importance of stress management in the sports environment has been well documented. The most 

important finding being that if a coach is not able to control their own emotions and stress, they will create 

stress within the athlete. Such coaches not only have low levels of coaching efficacy but are also unable to 

appraise their own and others' emotions. Thelwell, Lane, Weston, Greenless and Ian have stated that given 

such an event the coach will have limited optimism regarding the situation, and fail to regulate their 

emotions based on the situation.  

5.6 Well-Being  

Well-being deals with the subscales OPT, HAP, and self-esteem (SE). The factor measures how upbeat 

and fulfilled one feels. It also measures how positive one is and the ability to remain confident in the face 

of adversity. Staying in line with the literature, WEL is strongly correlated with its factor groups. WEL 

also appears to be correlated with ER, ADA, and STR.  

ER appears to be correlated to OPT. This suggests that being able to regulate emotions may contribute to a 

coach's confidence in their ability to change the psychological state of their performers [11]. Essentially, 

this would require coaches to be able to present themselves and their knowledge in both a positive and 

informative manner where the situation is taken into account [87]. ADA appears to be correlated with 

OPT. This relationship has been discussed under the factor Adaptability. STR appears to be correlated with 

HAP and OPT. Previous findings and literature for both of these correlations have been mentioned above 

under the factors of SEL.  

 

6. Conclusion 

The main aim of the study was to investigate if there was a similarity between the EI of elite business 

executives and elite sports team coaches. This research is novel since no previous study has compared the 

EI scores of elite coaches to that of elite executives. Existing research has revealed that parallels exist 

between the sports and business environment. Such parallels include similar forms of attributes, demands 

due to the nature of the job and principles of success. Literature has also stated that EI is a key concept in 

leadership and can determine the success and effectiveness of a leader, and the quality and effectiveness of 
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their social interaction. The framework of EI describes the skills, attributes, and characteristics of the 

candidate concerned. It is believed that due to the above mentioned parallels between the two 

environments, there would be a similarity between the EI scores of the leaders of sport and business.  

In this study, EI was determined by using the Trait Emotional Intelligence Questionnaire. The results have 

shown that the EI scores of elite coaches are similar to the EI scores of elite executives. This clearly 

indicates a similarity between the leaders of the two environments with regards to EI. Therefore, it can be 

deduced that the skills, characteristics, and abilities of the two groups of leaders are similar. Following 

this, it can be reasonable stated that the skills necessary to lead a sports team is similar to that of a 

business, and vice versa.  

When comparing the group of elite coaches to the average coaches, it is seen that the elite coaches have 

higher levels of emotional perception. This is believed to be due to the older candidates in the group of 

elite coaches, and the fact that the nature of coaching at international level requires superior skills and 

attributes. When comparing the group of elite executives to the group of average executives it is seen that 

there is no difference between the factors, subscales and global scores of trait emotional intelligence. This 

was unexpected, as previous literature has shown a correlation between EI and leadership performance and 

potential.  

This highlights the importance of using stricter criteria when defining the difference between sample 

groups and the candidates selected to take part in the study. The average candidates proved to have higher 

scores of emotional intelligence than the population norms and therefore possess leadership potential. It 

needs to be considered that there are numerous other issues that are out of the scope of this study that 

determine what makes an average executive or coach, an elite executive or coach.  

The results of this study also suggest that sports team coaches have higher levels of impulsivity to that of 

business executives, suggesting that they are more reflective and are better at regulating their own 

emotions, managing stress, and avoid giving into their urges when compared to business executives. The 

results also indicate that a trend exists such that all of the coaches display higher levels of the self control 

factor and self-esteem trait than business executives.  

When considering if other parallels exist between the leadership skills at an elite level, this study suggests 

that trait assertiveness might contribute towards the difference between elite leaders and average leaders 

when considering the sports and business environments. 

The results of the study have been very beneficial. The study has contributed to the lack of literature in the 

field of emotional intelligence in the sport environment, and the parallels that exist between the sport and 

business environment. Considering that the results concur that such parallels exist between the skills and 

characteristics of the leaders in the two domains, there is reason to believe that both fields can learn from 

each other. Such cross-pollination of leadership techniques contributes to the shift towards a focus on 

softer skills and mental behaviours, as opposed to technology/technologies when aiming for success.  

Considering that emotional intelligence can be improved through training, it is believed that individuals 

who have not scored well when taking a test of EI can perform certain skills training to strengthen this 

characteristic and therefore aim towards being more successful.  

Unfortunately the results of the research do not indicate that the scores of EI will assist in the ability to 

select future successful leaders. This is due to the fact that the results do not suggest any difference 

between the elite and average groups. However the findings are beneficial as they suggest that the two 
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domains can share success techniques, and therefore there is potential for the development of novel 

success techniques in the future.  
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Table 1: Descriptive data of the Coaches and Business Executives 

 

Elite 

Coaches 

(n=10) 

Elite 

Executives 

(n=10) 

Avg. Coaches 

(n=9) 

Avg. 

Executives 

(n=9) 

P-

Value 

(Elite 

Coach 

Vs. 

Elite 

Exec) 

P-Value 

(Elite 

Coach Vs. 

Avg. 

Coach) 

P-Value (Elite 

Exec  

Vs. Avg. 

Exec) 

Age 45.4 ±6.98 50.8 ± 11.30 36.8 ± 10.01 38.7 ± 9.72 0.224 0.042 0.027 

Place of 

Birth1 
1.8 ± 1.09 1.9 ± 0.60 1.5 ± 0.53 1.7 ± 0.5 0.793 0.525 0.406 

Birth 

Order2 
2.5 ± 1.05 2.0 ± 1.00 2.0 ± 1.22 1.9 ± 1.13 0.369 0.484 0.812 

Marital 

Status 3 
2.7 ± 0.95 3.1 ± 0.32 3.3 ± 0.52 3.3 ± 0.50 0.247 0.184 0.236 

Education4 3.3 ± 1.03 3.4 ± 1.01 3.2 ± 0.98 3.6 ± 1.13 0.840 0.780 0.817 

Race5 1.0 ± 0.00 1.1 ± 0.32 1.3 ± 0.82 1.0 ± 0.00 0.420 0.300 0.420 

Religion6 2.3 ± 1.38 2.7 ± 1.41 2.3 ± 1.51 2.9 ± 0.38 0.598 0.954 0.736 

Income 

Bracket7 
5.0 ± 0.00 4.6 ± 1.06 2.7 ± 1.53 4.7 ± 0.82 0.408 0.005 0.938 

Data is presented with the mean ± standard deviation 

 

 

 

 

 

 

 

                                                             
1 Place of Birth: 1 = Town, 2 = Large City, 3 = Village, 4 = Small City 

2 Birth Order: 1 = First Born, 2 = Second Born, 3 = Third Born, 4 = Fourth Born 

3 Marital Status: 1 = Divorced/Serparated, 2 = Living with a Partner, 3 = Married with Children, 4 = Single 

4 Education: 1 = A-Levels, 2 = GCSE/O Levels, 3 = Bachelors, 4 = Masters, 5 = Diploma 

5Race: 1 = White, 2 = Indian, 3 = Coloured  

6 Religion: 1 = Christian, 2 = Buddhist, 3 = Jewish, 4 = Hindu, 5 = None 

7 Income Bracket: 1 = R10 000  R20 000, 2 = R20 001 ï R30 000, 3 = R30 001 ï R40 000, 4 = R40 001 ï R50 000, 5 

= R50 001 and above 
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Table 2: EI scores of the Elite Coach, Elite Exec, Avg. Coach and Avg. Exec groups 

 

 

 

Elite Coaches (n = 

10) 

Elite Executives  

(n = 10) 

Avg. Coaches 

(n = 9) 

Avg. 

Executives 

(n = 9) 

P-Value 

(Elite Coach 

Vs. Elite 

Exec) 

P-Value (Elite 

Coach Vs. Avg. 

Coach) 

P-Value (Elite 

Exec Vs. Avg. 

Exec)  

Self Esteem 5. 7 ± 0.70 5. 2 ± 0.74 6. 0 ± 0.51 5. 6 ± 0.97 0.096 0.444 0.317 

Emotion 

Expression 

4. 9 ± 1.29 5. 2 ± 1.06 4. 4 ± 1.07 5. 1 ± 1.32 0.589 0.413 0.962 

Self Motivation 5. 4 ± 0.81 5. 2 ± 0.49 5. 3 ± 0.77 4. 9 ± 0.63 0.394 0.750 0.374 

Emotional 

Regulation 

5. 5 ± 0.78 5. 1 ± 0.47 5. 0 ± 0.53 4. 8 ± 1.18 0.231 0.167 0.507 

Happiness 6. 0 ± 0.63 6. 2 ± 0.70 6. 4 ± 0.57 5. 8 ± 1.22 0.486 0.177 0.365 

Empathy 5. 3 ± 0.75 5. 4 ± 0.84 5. 2 ± 0.64 5. 3 ± 0.60 0.902 0.681 0.900 

Social Awareness 5. 6 ± 0.55 5. 6 ± 0.60 5. 3 ± 0.89 5. 7 ± 0.79 1.000 0.449 0.708 

Impulsivity 5. 6 ± 0.66 5. 0 ± 1.01 5. 6 ± 1.01 4. 5 ± 0.78 0.197 0.950 0.187 

Emotion 

Perception 

5. 5 ± 0.59 5. 1 ± 0.81 4. 8 ± 0.88 5. 1 ± 0.92 0.214 0.058 0.919 

Stress 

Management 

5. 2 ± 0.65 5. 3 ± 0.38 5. 2 ± 0.57 4. 7 ± 1.24 0.837 0.938 0.208 

Emotion 

Management 

5. 5 ± 0.57 5. 3 ± 0.65 4. 9 ± 0.88 5. 4 ± 1.01 0.476 0.091 0.718 

Optimism 5. 9 ± 0.62 6. 0 ± 0.47 6. 1 ± 0.71 5. 7 ± 1.37 0.725 0.502 0.628 

Relationships 5. 9 ± 0.53 5. 5 ± 0.83 5. 5 ± 0.87 5. 3 ± 0.85 0.194 0.261 0.736 

Adaptability 4. 9 ± 0.71 4. 8 ± 0.75 5. 0 ± 1.03 4. 7 ± 1.20 0.663 0.783 0.847 

Assertiveness 5. 5 ± 0.74 5. 5 ± 0.59 5. 1 ± 0.77 5. 1 ± 0.87 0.942 0.214 0.171 

Well Being 5. 9 ± 0.56 5. 8 ± 0.46 6. 1 ± 0.53 5. 7 ± 1.15 0.705 0.290 0.839 

Self-control 5. 4 ± 0.60 5. 1 ± 0.55 5. 3 ± 0.56 4. 7 ± 0.95 0.301 0.623 0.204 

Emotionality 5. 4 ± 0.64 5. 3 ± 0.77 5. 0 ± 0.73 5. 2 ± 0.83 0.700 0.201 0.870 

Sociability 5. 5 ± 0.58 5. 5 ± 0.56 5. 1 ± 0.70 5. 4 ± 0.71 0.819 0.156 0.806 

Global TEI
8
 5. 5 ± 0.47 5. 3 ± 0.44 5. 3 ± 0.57 5. 2 ± 0.80 0.488 0.486 0.586 
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Table 3: EI scores of All Coaches Vs. All Executives. 

 Coaches  

(n = 19) 

Executives 

(n = 19) 

P Value 

Self Esteem 5. 84 ± 0.61 5.36 ± 0.85 0.055 

Emotion Expression 4.65 ± 1.18 5.15 ± 1.16 0.200 

Self Motivation 5.38 ± 0.77 5.07 ± 0.56 0.157 

Emotional Regulation 5.26 ± 0.69 4.99 ± 0.87 0.285 

Happiness 6.18 ± 0.62 6.01 ± 0.98 0.524 

Empathy 5.28 ± 0.68 5.37 ± 0.72 0.701 

Social Awareness 5.43 ± 0.73 5.61 ± 0.68 0.431 

Impulsivity 5.57 ± 0.82 4.77 ± 0.93 0.008 

Emotion Perception 5.21 ± 0.81 5.11 ± 0.84 0.710 

Stress Management 5.21 ± 0.60 4.99 ± 0.91 0.395 

Emotion Management 5.19 ± 0.77 5.35 ± 0.82 0.560 

Optimism 5.97 ± 0.65 5.86 ± 0.98 0.663 

Relationships 5.72 ± 0.72 5.42 ± 0.82 0.232 

Adaptability 4.95 ± 0.85 4.71 ± 0.96 0.421 

Assertiveness 5.31 ± 0.77 5.32 ± 0.76 0.981 

Well Being 6.00 ± 0.55 5.74 ± 0.83 0.271 

Self-control  5.35 ± 0.57 4.92 ± 0.78 0.060 

Emotionality 5.22 ± 0.70 5.26 ± 0.78 0.853 

Sociability 5.31 ± 0.66 5.42 ± 0.62 0.589 

Global TEI 5.41 ± 0.52 5.27 ± 0.62 0.456 

 

 

 

 

 

 

 

 

 

 



www.ijbcnet.com       International Journal of Business and Commerce      Vol. 1, No. 5: Jan 2012[82-115]  

(ISSN: 2225-2436)                                                                              

Published by Asian Society of Business and Commerce Research   106 
 

 

 

Table 4: EI scores of All Elite Vs. All Average  

 Mean Elite  

(n = 20) 

Mean Non Elite 

(n = 18) 

P Value 

Self Esteem 5.45 ± 0.76 5.77 ± 0.78  0.216 

Emotion Expression 5.02 ± 1.16 4.77 ± 1.23 0.534 

Self Motivation 5.31 ± 0.66 5.13 ± 0.71 0.434 

Emotional Regulation 5.30 ± 0.66 4.94 ± 0.89 0.161 

Happiness 6.11 ± 0.66 6.09 ± 0.98 0.953 

Empathy 5.37 ± 0.77 5.28 ± 0.61 0.698 

Social Awareness 5.55 ± 0.56 5.48 ± 0.84 0.764 

Impulsivity 5.30 ± 0.87 5.02 ± 1.04 0.381 

Emotion Perception 5.34 ± 0.72 4.97 ± 0.88 0.167 

Stress Management 5.23 ± 0.52 4.97 ± 0.97 0.308 

Emotion Management 5.38 ± 0.61 5.15 ± 0.96 0.378 

Optimism 5.92 ± 0.53 5.91 ± 1.07 0.974 

Relationships 5.69 ± 0.71 5.43 ± 0.84 0.315 

Adaptability 4.83 ± 0.71 4.84 ± 1.10 0.969 

Assertiveness 5.53 ± 0.65 5.07 ± 0.80 0.056 

Well Being 5.83 ± 0.50 5.92 ± 0.90 0.682 

Self- Consciousness 5.27 ± 0.58 4.98 ± 0.82 0.198 

Emotionality 5.35 ± 0.69 5.11 ± 0.77 0.319 

Sociability 5.49 ± 0.56 5.23 ± 0.70 0.220 

Global TEI 5.42 ± 0.45 5.25 ± 0.68 0.374 
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Table 5: EI scores of the groups used in this study Vs. Population Norms 

 
 Elite Coaches  

(n = 10) 

Elite Executives  

(n = 10) 

Avg. Coach 

(n = 9) 

Avg. Executive 

(n = 9) 

Pop Norms 

Self Esteem 5. 7 ± 0.70 5. 2 ± 0.74 6. 0 ± 0.51 5. 6 ± 0.97 4.47 ± 1.04  

Emotion Expression 4. 9 ± 1.29 5. 2 ± 1.06 4. 4 ± 1.07 5. 1 ± 1.32 4.45 ± 1.04 

Self Motivation 5. 4 ± 0.81 5. 2 ± 0.49 5. 3 ± 0.77 4. 9 ± 0.63 4.31 ± 0.84 

Emotional Regulation 5. 5 ± 0.78 5. 1 ± 0.47 5. 0 ± 0.53 4. 8 ± 1.18 3.93 ± 0.85 

Happiness 6. 0 ± 0.63 6. 2 ± 0.70 6. 4 ± 0.57 5. 8 ± 1.22 5.22 ± 1.20 

Empathy 5. 3 ± 0.75 5. 4 ± 0.84 5. 2 ± 0.64 5. 3 ± 0.60 4.63 ± 0.85 

Social Awareness 5. 6 ± 0.55 5. 6 ± 0.60 5. 3 ± 0.89 5. 7 ± 0.79 4.65 ± 0.83 

Impulsivity 5. 6 ± 0.66 5. 0 ± 1.01 5. 6 ± 1.01 4. 5 ± 0.78 3.94 ± 0.94 

Emotion Perception 5. 5 ± 0.59 5. 1 ± 0.81 4. 8 ± 0.88 5. 1 ± 0.92 4.57 ± 0.79 

Stress Management 5. 2 ± 0.65 5. 3 ± 0.38 5. 2 ± 0.57 4. 7 ± 1.24 4.16 ± 0.96 

Emotion Management 5. 5 ± 0.57 5. 3 ± 0.65 4. 9 ± 0.88 5. 4 ± 1.01 4.66 ± 0.84 

Optimism 5. 9 ± 0.62 6. 0 ± 0.47 6. 1 ± 0.71 5. 7 ± 1.37 4.94 ± 1.03 

Relationships 5. 9 ± 0.53 5. 5 ± 0.83 5. 5 ± 0.87 5. 3 ± 0.85 5.17 ± 0.84 

Adaptability 4. 9 ± 0.71 4. 8 ± 0.75 5. 0 ± 1.03 4. 7 ± 1.20 4.17 ± 0.75 

Assertiveness 5. 5 ± 0.74 5. 5 ± 0.59 5. 1 ± 0.77 5. 1 ± 0.87 4.61 ± 0.93 

Well Being 5. 9 ± 0.56 5. 8 ± 0.46 6. 1 ± 0.53 5. 7 ± 1.15 4.88 ± 0.96 

Self-consciousness 5. 4 ± 0.60 5. 1 ± 0.55 5. 3 ± 0.56 4. 7 ± 0.95 4.01 ± 0.75 

Emotionality 5. 4 ± 0.64 5. 3 ± 0.77 5. 0 ± 0.73 5. 2 ± 0.83 4.71 ± 0.66 

Sociability 5. 5 ± 0.58 5. 5 ± 0.56 5. 1 ± 0.70 5. 4 ± 0.71 4.64 ± 0.73 

Global TEI 5. 5 ± 0.47 5. 3 ± 0.44 5. 3 ± 0.57 5. 2 ± 0.80 4.53 ± 0.57 
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Table 6: Pearson Correlation of the TEIQUE 

 

 SE EE SM ER HAP EMP SA IMP EP STR EM OPT REL ADA ASS WEL SEL EMO SOC 

SE 1                   

EE . 304 1                  

SM . 413
**

 . 328
*
 1                 

ER . 423
**

 . 397
*
 . 518

**
 1                

HAP . 597
**

 . 375
*
 . 357

*
 . 572

**
 1               

EMP . 362
*
 . 584

**
 . 513

**
 . 262 . 390

*
 1              

SA . 321
*
 . 618

**
 . 544

**
 . 443

**
 . 296 . 581

**
 1             

IMP . 455
**

 . 192 . 632
**

 . 556
**

 . 504
**

 . 377
*
 . 192 1            

EP . 364
*
 . 696

**
 . 447

**
 . 346

*
 . 358

*
 . 691

**
 . 636

**
 . 467

**
 1           

STR . 372
*
 . 351

*
 . 543

**
 . 696

**
 . 693

**
 . 303 . 484

**
 . 476

**
 . 310 1          

EM . 205 . 581
**

 . 423
**

 . 216 . 097 . 455
**

 . 742
**

 . 056 . 536
**

 . 328
*
 1         

OPT . 620
**

 . 508
**

 . 508
**

 . 646
**

 . 788
**

 . 471
**

 . 533
**

 . 533
**

 . 518
**

 . 648
**

 . 237 1        

REL . 374
*
 . 506

**
 . 504

**
 . 521

**
 . 567

**
 . 601

**
 . 456

**
 . 401

*
 . 563

**
 . 570

**
 . 382

*
 . 610

**
 1       

ADA . 489
**

 . 474
**

 . 479
**

 . 537
**

 . 518
**

 . 485
**

 . 451
**

 . 330
*
 . 434

**
 . 647

**
 . 349

*
 . 637

**
 . 592

**
 1      

ASS . 273 . 380
*
 . 284 . 479

**
 . 223 . 253 . 515

**
 . 214 . 263 . 381

*
 . 481

**
 . 343

*
 . 333

*
 . 195 1     

WEL . 831
**

 . 450
**

 . 483
**

 . 622
**

 . 903
**

 . 463
**

 . 436
**

 . 564
**

 . 469
**

 . 651
**

 . 203 . 913
**

 . 589
**

 . 622
**

 . 317 1    

SEL . 497
**

 . 361
*
 . 674

**
 . 874

**
 . 690

**
 . 377

*
 . 426

**
 . 829

**
 . 451

**
 . 835

**
 . 225 . 715

**
 . 580

**
 . 582

**
 . 412

*
 . 721

**
 1   

EMO . 410
*
 . 873

**
 . 514

**
 . 458

**
 . 496

**
 . 827

**
 . 687

**
 . 405

*
 . 875

**
 . 453

**
 . 595

**
 . 625

**
 . 771

**
 . 586

**
 . 376

*
 . 580

**
 . 516

**
 1  

SOC . 312 . 619
**

 . 488
**

 . 442
**

 . 238 . 503
**

 . 880
**

 . 179 . 561
**

 . 465
**

 . 879
**

 . 431
**

 . 459
**

 . 388
*
 . 785

**
 . 370

*
 . 413

**
 . 649

**
 1 

Data is presented as follows: **. Correlation is significant at the 0.01 level (2-tailed).  

                          *. Correlation is significant at the 0.05 level (2-tailed).  
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Appendix 1: Existing Models of Emotional Intelligence (taken from Mayer, Caruso & Salovey, 2000) 
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Figure 2: Table of Difference between Trait EI and Ability EI 

Taken from (Petrides, Furnham, & Mavroveli, 2007) 
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Appendix 3: Factors and Subscales of TEIQue 
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Appendix 4: Sample of TEIQue (taken from London Psychometric Laboratory 

 

 
 

 


