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Introduction
Emotional intelligence (EI) is increasingly gaining empirical attention as a predictor of individual 
productivity and performance (Bande, Fernández-Ferrín, Varela, & Jaramillo, 2015). Despite the 
criticism in terms of instruments of measurement (Antonakis & Dietz, 2011; Murphy, 2014), 
many authors agree that EI impacts individual performance (e.g. Bissessar, 2011; Moon & Hur, 
2011; Steyn, 2010; Vratskikh, Masadeh, Al-Lozi, & Maqableh, 2016). According to Pradhan, Jena 
and Sing (2017), EI is positively related with self-efficacy, which is an important attribute of 
psychological capital. This makes the subject of EI important because organisations continue to 
search for ways that may enable their human capital to perform consistently. In this regard, 
keeping EI levels high is especially important as it is highly associated with an individual’s 
ability to cope with diversity and change (Bande et al., 2015; Kaufmann & Wagner, 2017).

Every profession has its challenges that may cause psychological stress and upset the 
professionals’ emotional balance (Oatley & Johnson-Laird, 2014). However, this study asserts 
that early career academics (ECAs) may be facing a higher degree of emotional imbalance. This 
is because of an argument that the ECAs are entering into academia at a time that the profession 
is experiencing dramatic changes that are complicating the requirements and standards of entry 
(Coates, Goedegebuure, & Meek, 2015). Furthermore, the academic profession has grown more 
competitive as instigated by increased human capital mobility across national and continental 
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borders (Coates et al., 2015). In view of this, the global 
economy has grown to be knowledge-driven, making research 
an integral part of the academic field (Andrés, Asongu, & 
Amavilah, 2015).

The per-annum enrolment in institutions of higher learning 
has been on the rise for the past two decades (Coates et al., 
2015). Early career academics are usually contracted to 
facilitate and assess the junior classes, which consist of more 
students than senior or higher level classes (Brock, 2010). 
Furthermore, the professional work of the academics requires 
interpersonal connectedness. All these circumstances may 
instigate negative emotions, and when not managed properly, 
individual efficiency and effectiveness may be hampered. 
Given this, EI comes into play based on the assertions that 
it can enhance communication effectiveness (Jorfi, Yaccob, & 
Shah, 2011; Smith, Ciarrochi, & Heaven, 2008), academic 
achievement (Kumar & Muniandy, 2012), work and 
organisational psychology (Bissessar, 2011; Moon & Hur, 
2011; Vratskikh et al., 2016) and individual psychological 
wellness (Steyn, 2010). Therefore, it follows that an individual’s 
level of EI becomes important as it may determine the level 
of one’s performance in different aspects.

However, the individual’s level of EI may be influenced 
by  several factors. According to Pooja and Kumar (2016), 
EI  levels can be explained by biological, psychological 
and  social factors. Some scholars promote the idea that 
EI  is  improvable probably through some enhancement 
programmes and awareness workshops (Ebrahimi, 
Khoshsima, & Zare Behtash, 2018). Taking from the assertions 
made by Hemalatha (2014) and Kónya, Matić and Pavlović 
(2016), this study focused on the demographic variables 
(age, gender, work experience and ethnic background) as 
predictors of the level of EI.

Research purpose and objectives
The demographic make-up of the workforce may be the basis 
for differences in terms of perceptions, values and attitudes 
amongst employees (Pooja & Kumar, 2016). At a time of 
globalisation, the gender, age and ethnic distribution are 
increasingly changing because of cross-national and cross-
continent mobility of labour (James & Steger, 2014). The 
academic profession in South Africa has experienced some 
changes as a result of foreign academics’ mobility and also 
policy provisions that seek to redress the inequalities (Coates 
et al., 2015). Thus, the changes to the demographic profile of 
the academic workforce are increasingly shifting more than 
before. Despite these changes, the academics are expected to 
perform at the best of their ability. Emotional intelligence as a 
predictor of individual performance may be affected by the 
changing demographic variables because more differences 
in  values, priorities and culture are presented (Shukla & 
Srivastava, 2016). In addition, many scholars continue to call 
for the interrogation of EI as far as performance is involved 
because criticism still exists on the measurement of both EI 
and performance (Antonakis, Ashkanasy, & Dasborough, 
2009; Fiori & Antonakis, 2011). As that may be, the literature 

focuses on proving the role of EI on performance (Bailey, 2015). 
Little research exists on matters influencing the  level of EI, 
and the studies that focused on enhancing EI did not do so in 
the context of ECAs. The primary objective of this study was 
to investigate how some demographic variables influence the 
EI levels amongst ECAs in a selected university in South 
Africa. Furthermore, the study sought to identify the existent 
demographic variables and establish their relationship with 
EI amongst ECAs.

The article provides a literature review on EI, demographical 
variables and the relationship between the two. This is followed 
by an overview of the research design utilised to carry out 
the  study. Findings of the study are also presented as well 
as  recommendations for ECAs, management of institutions 
of higher learning and proposals for future research.

Literature review
Emotional intelligence
Kumar and Muniandy (2012) defined EI as the rightful or 
sound use of the discovered emotions in making decisions 
and taking behavioural actions. Similarly, according to 
Serrat (2017), EI is a process or state of being that enables 
one to accomplish expected end goals by managing one’s 
behaviour and the behaviour of those near. EI involves 
being sensitive to emotions of self and others. The term EI 
first appeared in 1964 from the work by Beldoch and this 
was proceeded by Leuner in 1966 (Serrat, 2017). Major 
developments on the concept of EI appeared in the work by 
Gardner (1983) who highlighted the existence of multiple 
intelligences in explaining one’s cognitive ability. The term 
gained popularity outside the academic circles through the 
writings of Goleman (1995) who described EI as an array of 
skills and attributes that influence leadership performance. 
This, however, sparked a scientific debate which provided 
the groundwork for the divide between ability and trait 
conceptions of EI. The ability model developed by Salovey 
and Mayer (1990) defines EI as an ability to robustly reason 
with emotions to enlighten the thought process. Common 
under the ability conception are the four ability dimensions, 
namely recognition of emotions, understanding emotions, 
managing emotions and utilising emotions (Mayer, Caruso, 
& Salovey, 2016).

This study utilises the trait model of EI which according to 
Petrides, Pita and Kokkinaki (2007) is a set of emotional 
self-perceptions usually found at the lower levels of 
personality hierarchies. Petrides (2011) argues that trait EI 
cannot be classified under the conception of the human 
cognitive ability. Trait EI exhibits an individual to be the 
only one with direct access to information that shapes his 
or  her judgements of various emotional phenomena 
(Bozionelos & Singh, 2017). In this regard, trait EI is the only 
operational definition that acknowledges the inherent 
subjectivity of the emotional context (Petrides, 2011). Trait 
EI is a collection of self-perceptions and in this light many 
self-report instruments have been developed to measure 
trait EI and these include Swinburne University Emotional 
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Intelligence Test, Trait Emotional Intelligence Questionnaire, 
EQ-I 2.0 and the Schutte Emotional Intelligence Scale (SEIS). 
The researchers adopted the SEIS developed by Schutte et 
al. (1998) which has been used extensively in the literature 
and can be employed as a short measure of global trait EI 
(Petrides, 2011). Though the SEIS was developed off the EI 
model by Salovey and Mayer (1990), it is closely associated 
with the EQ-I model of EI and it is a limited measure of trait 
EI (Petrides et al., 2007)

Bar-On (2010) made an empirical inquiry in which EI was 
found to be highly associated with positive psychology, 
which includes individual performance, happiness, well-
being and an individual’s meaning of life. Botma (2009) 
reports similar findings citing that EI is very instrumental 
in  avoiding and coping with stressful situations and 
burnout. Thus, emotional skills to manage stressors 
become important in ultimately enhancing or maintaining 
an individual’s psychological and physiological well-being. 
The studies reviewed also show that in South Africa, 
scholars are starting to apply the construct EI to different 
contexts. Dippenaar and Schaap (2017) took the context of 
coaching EI and social intelligence amongst leaders in a 
financial services sector. Ramesar, Koortzen and Oosthuizen 
(2009) related EI to stress management context. There is also 
growing interest in the applicability of EI to the higher 
education context given that it is linked to enhanced 
personal and group performance (Black, 2015). According 
to Vandervoort (2006), there are potentially many personal, 
interpersonal and societal benefits in incorporating EI in 
higher education. Since Zysberg, Orenshtein, Gimmon and 
Robinson (2017) found EI to be important in reducing 
burnout amongst school educators, the same can be 
expected for academic professionals at a higher education 
level. Chengting, Jijun, Yuan, Wei and Xuqun (2015) also 
report that EI and workplace social support protect 
educators from burnout. This is justified by the finding 
that  the teaching process stirs  inner emotions emanating 
from dealing with heavy workloads  of class facilitation 
assessment and research activities (Armour, 2012). Research 
is becoming an important part of the performance 
benchmarks in higher education leadership and teaching 
and as such EI can be viewed as a significant contributor 
taking from the submission by Collins and Cooper (2014) in 
their conceptual article which concluded that EI is useful in 
advancing qualitative research and building up novice 
researchers. However, in the South African context, little 
research is available in modelling EI in the higher education 
context. Mayer, Oosthuizen and Surtee (2017) conducted a 
qualitative study on 23 South African women leaders in 
higher education institutions. Results revealed that these 
women leaders referred more to the intrapersonal aspect 
of  EI, followed by the interpersonal and then emotional 
management. The importance of the study by Mayer et al. 
(2017) is that it examined and explored original context-
specific insights on EI in higher education in South Africa 
and it informs on EI training. This study therefore has 
significance on what is known about EI and its application 
in higher education in South Africa.

Emotional intelligence and demographic variables
Studies exist that examined whether levels of EI vary across 
different demographic variables of individuals (e.g. Jorfi et al., 
2011; Kumar & Muniandy, 2012; Pooja & Kumar, 2016; 
Sergio, Dungca, & Ormita, 2015; Shukla & Srivastava, 2016). 
The common demographic variables studied include but are 
not limited to age, gender, educational qualifications, work 
experience, job position and marital status (Sergio et al., 2015). 
The interest in studying these demographic variables against 
EI has spiralled because human resources managers and other 
concerned organisational authorities are of late experiencing 
demographic diversity at a higher level both internal and 
external to their organisations (Shukla & Srivastava, 2016). 
Notably, no study has investigated EI and demographic 
variables amongst ECAs.

Gender
According to Jorfi et al. (2011) gender constitutes a complex 
set of interwoven cultural values that consciously or 
unconsciously influence an individual’s perception of 
himself or herself as a woman or man, an individual’s typical 
expectations on women and men and the kind of results an 
individual anticipates to achieve. Literature exists that 
postulates gender as a predictor of people’s aspirations, 
perspectives, behaviours and attitudes (Jorfi et al., 2011; Pooja 
& Kumar, 2016; Shukla & Srivastava, 2016). Mixed conclusions 
on gender differences and EI are observed in prior studies. 
Sergio et al. (2015) found some significant differences in 
EI levels based on the gender of call centre representatives. 
This is supported by Jorfi et al. (2011) who emphasise that 
women are more socially skilful than men, and hence 
differences in EI are present.

In a study on retail employees by Shukla and Srivastava 
(2016), an independent Pearson correlation was conducted 
and found significant differences in the scores of EI based on 
respondents’ gender with female respondents scoring higher 
than their male counterparts. Female employees in the Indian 
service sector also scored higher in EI than the male 
employees (Pooja & Kumar, 2016). The reason for women 
scoring higher on EI may be ascribed to their traditional 
primary roles of caregiving to children which give them 
awareness and responsiveness to human non-verbal 
expressions and emotions (Frank, Baron-Cohen, & Ganzel, 
2015). Even though many studies found significant differences 
based on gender, other studies could not find these differences 
(Gunkel, Schlägel, & Engle, 2013; Kumar & Muniandy, 2012). 
This is because gender roles are converging and thereby 
placing both men and women in similar circumstances which 
may see them adapt more or less the same. This is to say that 
the influence of gender on the level of EI in individuals is still 
under study and as research continues to be carried out on 
the subject of EI, a trend on gender influence may become 
visible in future (Kumar & Muniandy, 2012). In addition, as 
men are increasingly becoming caregivers to their children 
and other dependents, a neurological adaptation to social 
skilfulness may be observed in years to come and the gender 
influence may become complex (Gunkel et al., 2013).
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Age
Age is believed to be associated with the level of social 
adaptability and awareness (Frank et al., 2015). Older members 
of the society are assumed to have gone through many more 
circumstances than the younger counterparts and hence 
would have developed better flexibility and adaptability in 
their social interactions and in dealing with their own emotions 
(Sergio et al., 2015). Findings on polytechnic lecturers by 
Kumar and Muniandy (2012) reveal that EI rises with age 
up to 50 years and tends to decline as the subjects grow beyond 
50 years. This positive relationship between age and EI is 
supported by Jorfi et al. (2011), in the literature review on 
educational administrations in Iran. A study by Chen, Peng 
and Kirk (2015) on Chinese and American adults concluded 
that age was positively related to emotional appraisal and 
regulation in self and negatively related to appraisal and use of 
emotion in others. College students in Bermuda and Trinidad 
had their age significantly related to their EI levels (Bissessar, 
2011). Even though the reported positive correlation between 
age and EI is contested, it is clear that the research on the 
matter is ongoing and changes to the existing trends might or 
might not materialise.

Work experience
The time that an individual spends in a certain field of 
profession is important for the individual to become exposed, 
acquainted and versed in the dynamics of the profession 
(Shukla & Srivastava, 2016). The longer the time spent in 
the profession, the greater the experience, adaptability and 
knowledge that is gained by the individual. In this regard, it 
is deemed logical that individuals with more work experience 
possess higher levels of EI than those who are novices to 
the  respective profession. According to Jorfi et al. (2011), 
employee work experience is positively related to EI meaning 
that EI increases with the number of years one has served in 
a profession. This finding is supported by Kumar and 
Muniandy (2012) who found EI to significantly vary with 
lecturers’ teaching experience. In a study on retail employees 
by Shukla and Srivastava (2016), the findings corroborated 
work experience differences in trait EI. Emotional intelligence 
value increases with an increase in the number of years of 
work experience and reaches its peak when the employee has 
worked for around 16–20 years, with a further increase in the 
years of work experience causing the EI value to fall for the 
employees (Pooja & Kumar, 2016). However, Sergio et al. 
(2015) argue that work tenure, which translates to work 
experience, has no significant relationship with the EI 
amongst call centre employees in the Middle East, Iran, 
Pakistan, Russia, India and the Philippines. Even though 
mixed findings on the influence of work experience on EI 
exist, work experience can be considered an important aspect 
in today’s work environment that needs good social skills 
and sound self-management towards the achievement of 
goals (Sergio et al., 2015; Shukla & Srivastava, 2016).

Ethnicity and nationality
Ethnicity background and/or nationality has been found in 
social studies to corroborate differences in beliefs, values and 

disturbance handling processes (Maduramente, 2015). At a 
time of globalisation and growing diversity, understanding 
how nationality and ethnicity backgrounds affect employees’ 
well-being, decision making and productivity is important. 
In one cross-cultural study, EI differences were observed in 
terms of the respondents’ nationality (Ang, Rockstuhl, & Tan, 
2015; Sergio et al., 2015). This result is supported by Dewi, 
Halim and Derksen (2017), who found that EI competencies 
varied significantly across three ethnic groups in Indonesia.

However, Hossein (2015) in his doctoral thesis on leaders 
carried out a quantitative analysis of the relationship between 
EI and nationality. The result showed no significant differences 
in the trait EI and the nationality of the interviewed leaders. 
Robertson (2010) also found no significant relationship 
between EI and the ethnicity of respondents in an urban 
school. The reason may be that those from different ethnic 
groups employed in the school could have been endowed 
with rich adaptability competencies to work in diverse 
cultures hence. Based on this, it can be expected that:

H1: There are significant differences in the ECAs’ EI levels on the 
basis of their gender, age, working experience and ethnicity.

Research design
Research approach
The study followed the quantitative nature in which data 
were collected from numerous respondents by means of a 
self-administered questionnaire and statistical tests were 
carried out to meet the main objective of the study, which 
was to examine the influence of demographical variables on 
the level of EI amongst ECAs.

Research participants
The population of interest in this study was the ECAs at a 
rural South African campus in the Eastern Cape Province. 
The ECAs being referred to in this study were defined 
according to the following criteria:

•	 All doctoral candidates helping with research supervision 
and facilitation of classes.

•	 All postdoctoral fellows.
•	 Research assistants, time-on-task lecturers.
•	 Lecturers or researchers still within 8 years of their first 

academic appointment or research practice.

Using the criteria determined above, the population amounted 
to 401 participants. In collecting data, the researchers send the 
research instrument to those that were readily available and 
willing to take part in the study and a total of 220 responses 
were qualified for data analysis. This was satisfactory for the 
study because the number surpassed the predetermined 
Raosoft sample size of 158 at 5% margin of error and 50% 
expected response rate.

Measuring instruments
The study employed a self-administered questionnaire that 
had two sections. The first section had questions on the 
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demographic aspects of respondents that included gender, 
age, faculty, position held, work experience and ethnical 
background. The second section consisted of the SEIS 
(Schutte et al., 1998) which was used to measure EI. A final 
33-item scale was developed by Schutte et al. (1998) from an 
initial 62 items. The SEIS is composed of 33 Likert scale items 
ranging from 1 (strongly disagree) to 5 (strongly agree). There 
are three reverse-scored items on the SEIS which are item 5 
(‘I  find it hard to understand the non-verbal messages of 
other people’), 28 (‘when I am faced with a challenge, I give 
up because I believe I will fail’) and 33 (‘it is difficult for me 
to understand why people feel the way they do’). A principal-
components, orthogonal rotation reduced the 62 items to 
four  factors in which 33 items loaded to one factor which 
represented all the dimensions of EI from the Salovey and 
Mayer (1990). Schutte et al. (1998) obtained a reliability value 
of 0.90 for the whole scale.

In this study, the Cronbach’s alpha for the 33 items on the 
SEIS is 0.797 (see Table 1) and this value is between 0.7 and 
0.8. This means that the items on the scale have an acceptable 
internal consistency in measuring the construct EI. The 
obtained Cronbach’s alpha is within the range reported by 
Jonker and Vosloo (2008) of between 0.7 and 0.8. However, it 
is marginally lower than the 0.9 obtained by Thomas, 
Cassady and Heller (2017). This prior research is evidence 
that the SEIS is a consistent measure of EI.

Research procedure and ethical considerations
In collecting the data, the researchers physically distributed 
the questionnaires and also utilised the online SurveyMonkey, 
whereby targeted respondents followed a link that was 
sent through to their personal emails. Follow-ups were made 
both in person and through the personal email. Respondents’ 
identity was kept confidential and so were the responses that 
were given which were treated with care to ensure anonymity 
and to prevent any damage to the person or the respondent. 
The researchers also ensured that the participants signed the 
consent form as evidence of their agreement to participate in 
the study.

Statistical analysis
The data collected were entered into the Statistical Package 
for Social Sciences version 22 software for analysis. 
Frequency distribution tables were utilised to summarise 
the demographic features of the data from the sample and 
measures. Analysis of variance (ANOVA), chi-square test 
and ordinal (proportional odds) regression analysis was 
conducted to test the hypotheses to the study.

Ethical consideration
The proposal and questionnaire of the study were reviewed by 
a research ethics committee and an ethical clearance certificate 

(REC-270710-028-RA level 1) was granted. Ethical clearance 
reference number: CHI191SMAR01.

Results
Demographic frequency distribution
The findings indicated that there were 95 (43.2%) men and 
125 (56.8%) women. In terms of the participants’ age, 30.9% 
(n = 68) indicated to be aged between 20 and 30 years, 46.8% 
(n = 103) were aged between 31 and 40 years, 19.1% (n = 42) 
were aged between 41 and 50 and only 7 (3.2%) were older 
than 50 years. Of the 220 participants, 2 did not indicate the 
positions they hold in their respective departments. Of the 
respondents, 76 (34.9%) were full-time lecturers, 19 (8.7%) 
were senior lecturers, 41 (18.8%) were postdoctoral fellows, 
48 (22%) were doctoral candidates and lastly 34 (15.6%) were 
research assistants or time-on-task staff. Despite the fact that 
all the participants were categorised as ECAs, their level of 
experience was not the same. Of the respondents, 28.7% 
(n  =  62) were still within two years of experience, 33.3% 
(n = 72) had 3–4 years of experience and 38% (n = 82) had 
between 5 and 8 years of experience. Another important 
profile for the participants was their ethnic group. One 
hundred and ninety-six respondents were black Africans, 
17  were white and four were mixed race. Three indicated 
‘other’ but did not state their race.

Based on Table 2, 22 out of the 33 items on the SEIS do have 
means that are above their median value. In addition, the 
modal scores for 30 out of the 33 items were 4 or 5. This is 
evidence that the ECAs surveyed generally showed their 
agreement with the EI attributes as far as the items on the 
SEIS can tell. These findings suggest that ECAs do possess 
high levels of EI.

Hypothesis testing
The proportional odds ordinal regression analysis was 
conducted on the data to test the hypothesis that the 
demographical variables (gender, age, working experience 
and nationality and ethnicity) significantly influence levels of 
EI amongst ECAs. Ordinal regression works well under the 
assumptions that there is non-multicollinearity amongst the 
independent variables and that each independent variable 
has an identical effect at each cumulative split of the ordinal-
dependent variable. The multicollinearity diagnosis showed 
all the variance inflator factor values to be less than the 
threshold of three showing that there were no significant 
issues of multicollinearity amongst the independent variables. 
This meant that ordinal regression was applicable to the data.

In conducting the ordinal regression analysis, it was 
important to test whether the study model is better than the 
null model, which is without factors or covariates. A p-value 
of 0.031 (Table 3) was obtained meaning that the study model 
is basically better than the null model.

Following the goodness of fit test is important. The assumed 
null hypothesis here is that the study model is adequately 

TABLE 1: Cronbach’s reliability test.
Cronbach’s alpha Number of items Example item

0.797 33 I present myself in a way that makes 
good impression on others

http://www.sajhrm.co.za
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relative to a perfect model. In this regard, a good result is 
to  fail to reject the null hypothesis. The study calculated 
the  Pearson and deviance p-values to be 0.999 and 0.994, 
respectively (see Table 4). The p-values are both more than 
the 0.05 threshold and this means that there is no significant 
statistical information to reject the null hypothesis.

The test of parallel lines is also known as the test for 
proportional odds assumption. The null hypothesis under 
the assumption is that the slope coefficients in the model 
are the same across response categories (and lines of the 
same slope are parallel). The goal here was to fail to reject 
the null hypothesis because this would prove the study 
model to be good.

The p-value for the test of parallel lines is 0.94 (see Table 5), 
which is greater than the threshold 0.05. This means that 
there is not enough evidence to reject the null hypothesis 

and  a  conclusion can be made that the proportional odds 
assumption holds for the study model. Lastly, a most important 
aspect of the proportional odds analysis is the parameter 
estimates, and in this case, the results are shown in Table 6.

The column ‘estimate’ gives information on the log odds of 
the independent variables. One unit increase in age (from a 
younger age group to the next older group) multiplies the 
odds of scoring high in EI by log (-0.241), which is 0.786 given 
that other variables are held constant. However, the p-value of 
0.422 shows that the differences in age of respondents do not 
significantly affect the propensity of scoring high levels of EI.

The working experience of respondents has an estimated 
beta of 0.153, which means that a unit increase in the number 
of years of experience multiplies the odds of scoring high 
levels of EI by 16.5% given that the other independent 
variables are held constant. This means that EI levels were 
rising by the length of work experience; however, the change 
is not significant as shown by the p-value of 0.59, which is 
greater than the significant level 0.05.

The estimate for gender  =  1 (male participants) is 0.241, 
which is above zero and this shows that keeping other 
independent variables constant, the male participants are 
27.2% more likely to score high level of EI than their female 
counterparts. This is because the odds ratio is greater than 0. 
Despite the difference in the scoring of EI level for male and 
female participants as exhibited by the odds ratio, the p-value 
on this is 0.566, thus, greater than the threshold of 0.05 
indicating that the differences in the scoring of EI levels are 
not significant based on the gender.

In terms of ethnicity of the participants, Africans had an 
estimated ratio of 0.292, which is greater than zero and this 
shows that the African participants had a cumulative ratio of 
34% chance of scoring higher scores of EI than were the 
participants belonging to the ‘other’ race which was used as 
the reference group. The white participants had an odds ratio 
of 1.552 and when exponentiated meant that the magnitude 
of them scoring high on EI than the ‘other’ race was 4.723 
times. The mixed race group had a beta or odds ratio of -1.816 
and this is less than zero. This means that the mixed race 
group scored low on EI than the reference ‘other’ ethnicity 
group. In essence, the mixed race scored lower level of EI by 
a cumulative odds ratio of 0.163 times that of the ‘other’ race.

TABLE 2: Descriptive statistics on the Schutte Emotional Intelligence Scale.
Emotional  
Intelligence

N Mean Median Mode Std. 
deviationValid Missing

EI1 216 4 4.37 4.00 4 0.529
EI2 216 4 4.26 4.00 4 0.666
EI3 216 4 4.33 4.00 5 0.715
EI4 216 4 4.08 4.00 4 0.755
EI5 216 4 2.60 2.00 2 1.177
EI6 217 3 4.29 4.00 4 0.704
EI7 217 3 3.82 4.00 4 0.882
EI8 211 9 3.75 4.00 4 0.999
EI9 217 3 4.03 4.00 4 0.775
EI10 215 5 4.21 4.00 4 0.830
EI11 217 3 3.61 4.00 4 1.079
EI12 217 3 3.78 4.00 4 0.880
EI13 215 5 3.90 4.00 4 0.867
EI14 206 14 4.36 4.00 4 0.622
EI15 215 5 3.93 4.00 4 0.805
EI16 215 5 4.05 4.00 4 0.725
EI17 215 5 4.13 4.00 4 0.762
EI18 215 5 3.74 4.00 4 0.851
EI19 214 6 4.05 4.00 4 0.714
EI20 211 9 4.10 4.00 4 0.798
EI21 211 9 4.00 4.00 4 0.822
EI22 209 11 4.09 4.00 4 0.691
EI23 208 12 4.25 4.00 4 0.635
EI24 211 9 4.37 4.00 5 0.688
EI25 213 7 3.92 4.00 4 0.672
EI26 211 9 3.91 4.00 4 0.805
EI27 211 9 3.78 4.00 4 0.756
EI28 213 7 2.16 2.00 1 1.388
EI29 212 8 3.67 4.00 4 0.861
EI30 211 9 4.10 4.00 4 0.709
EI31 212 8 4.03 4.00 4 0.630
EI32 212 8 4.03 4.00 4 0.630
EI33 212 8 3.04 3.00 2 1.174

N, number; Std., standard.

TABLE 3: Goodness of fit test.
Model -2 Log likelihood Chi-square df Sig.

Intercept only 100.483 - - -
Final 72.378 28.105 6 0.031

Note: Link function, Logit.
df, degrees of freedom; Sig, significance.

TABLE 5: Test for parallel lines.
Model -2 Log likelihood Chi-square df Sig.

Null hypothesis 72.378 - - -
General 70.610 1.768 6 0.940

Note: The null hypothesis states that the location parameters (slope coefficients) are the 
same across response categories. Link function, Logit.
df, degrees of freedom; Sig, significance.

TABLE 4: Proportional odds chi-square test.
Variable Chi-square Df Sig.

Pearson 24.032 48 0.999
Deviance 27.057 48 0.994

Note: Link function, Logit.
df, degrees of freedom; Sig, significance.

http://www.sajhrm.co.za


Page 7 of 9 Original Research

http://www.sajhrm.co.za Open Access

An exploratory factor analysis was conducted on the SEIS 
data and four factors had Eigen values greater than 1. These 
factors were interpreted as an expression of emotions, use of 
emotions, and a perception of emotion and regulation of 
emotion. Chi-square and ANOVA tests were performed in 
terms of gender and the other three factors, respectively. 
These tests were carried out in order to substantiate the 
findings from the proportional odds test. Table 7 shows the 
obtained p-values after running the respective chi-square and 
ANOVA tests. All the p-values, but one, are greater than the 
significant level of 0.05, and this is evidence that even though 
some differences are observed amongst participants based on 
their gender, age, working experience and ethnic background, 
the differences are not significant. The only significant 
differences (p = 0.018) are observed for ethnic background on 
the ‘perception of emotion’ factor.

Discussion
Outline of results
The main objective of the study was to investigate the 
influence of demographic variables on the level of EI 
amongst ECAs at a selected institution. In this regard, there 
were some differences observed for the EI responses based 
on gender. Even though the differences were found to be 
insignificant, male participants were reported to be more 
likely to score low on EI than the female participants. The 
insignificant differences may be explained by the changing 
of gender roles and the exposition of similar work and 
family challenges for both the male and female participants. 
Even though the study observed some differences in the 
level of EI scores based on participants’ work experience, the 
differences were not significant. This may be explained by 
the fact that the participants were all ECAs and do face 
similar work and career challenges, and therefore, their EI 
levels may not significantly differ. The study observed an 
unexpected result as far as participants’ age was concerned. 
The older participants showed more probability to score low 
on EI than the younger participants. However, the difference 

observed was statistically deemed insignificant. This finding 
is opposed by Chen et al. (2015) and Frank et al. (2015), 
who reported a positive relationship between respondents’ 
age and their level of EI.

In terms of the participants’ ethnicity, differences amongst 
groups were observed. The white participants scored higher 
on EI than all other groups. The African participants scored 
higher than the mixed race and the ‘other’ whilst the mixed 
race participants scored the least EI scores. It is possible that 
the mixed race and ‘other’ respondents scored the least as a 
result of the fact that they were significantly less represented 
than the black and white respondents. However, the 
differences were deemed insignificant as a result of the lack 
of statistical evidence. The responses on the perception of 
emotion factor were found to significantly differ with 
participants’ ethnic background. The difference may be 
explained in line with the effect of globalisation in which the 
workforce in an organisation is becoming significantly mixed 
as labour mobility across continents and nation increases 
(Hossein, 2015; Robertson, 2010). Only a few studies also 
report significant differences in EI based on the race variable 
(Dewi et al., 2017; Sergio et al., 2015).

Importantly, in line with the main hypothesis of the study, 
the demographic variables studied did not collectively 
significantly influence the level of EI amongst ECAs even 
though differences were observed.

Practical implications
The respondents to the study indicated to belong to different 
groups or categories of varying demographic variables. 
This observation proves that the academic workforce 
demographics are increasingly becoming diversified and 
therefore inquiries into demographic dynamics are 
important (Ang et al., 2015; Maduramente, 2015). This study 
focused on the ECAs, their demographical attributes and 
their EI levels. The results obtained in this study are 
therefore important for career counselling and personal 
career development (Casper & Storz, 2016). The issue of 
demographics encourages career counsellors to personalise 
their services based on demographical attributes (Savickas, 
2011). The levels of EI amongst the ECAs show that EI is yet 
an important aspect of individual development, adaptation 
and performance.

Because some differences between male and female levels 
of EI were observed, the human resource manager may need 

TABLE 7: P-values on chi-square and analysis of variance.
Variable P-values

Gender 
(chi-square)

Age  
(one-way 
ANOVA)

Working 
experience 

(one-way ANOVA)

Ethnicity 
(one-way 
ANOVA)

Expression of emotions 0.182 0.459 0.331 0.727
Use of emotions 0.062 0.540 0.364 0.199
Perception of emotions 0.906 0.383 0.428 0.018
Regulation of emotions 0.528 0.656 0.521 0.191

ANOVA, analysis of variance.

TABLE 6: Parameter estimates.
Variable Estimate Std. error Wald df Sig. 95% Confidence interval

Lower bound Upper bound

Threshold
[Emot_Intel = 3] -3.096 3.311 0.874 1 0.350 -9.586 3.394
[Emot_Intel = 4] 2.566 3.306 0.602 1 0.438 -3.914 9.045

Location
AGE -0.241 0.300 0.644 1 0.422 -0.829 0.347

df, degrees of freedom; Sig., significance; Std., standard; Emot_Intel, emotional intelligence.
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to continue to make efforts to reduce this difference as far as 
is possible to avoid sexism in making inferences concerning 
perspectives (Frank et al., 2015). Significant differences were 
found amongst ECAs of different ethnic backgrounds with 
respect to the perception of emotion. In this regard, the 
cultural gap seems to be still visible in the workplace as well 
as in the academic profession. This implies that more cross-
cultural interaction and more team-building activities are still 
needful in order to continue to foster common ground and 
reasoning amongst individuals in the same profession (Dewi 
et al., 2017). Otherwise, racial inferences may continue to 
sprout, even out of contexts. Thus, organisations nowadays 
desire to hire individuals who exhibit high adaptability and 
flexibility needful to be effective in circumstances where 
diversity is present.

The study also reported some differences in the level of EI 
based on the years of experience. Though the differences 
were proven insignificant, EI scores rose with the years of 
experience. This may imply that ECAs may need to endure 
their circumstances hoping that with more experience they 
become an effective manager of their own productivity and 
development. However, in order to gain experience, security 
of jobs is important. ECAs are mostly in non-permanent 
position (Matthews, Lodge, & Bosanquet, 2014; Sutherland & 
Taylor, 2011) and this might be an unfavourable predicament 
as far as career advancement is concerned.

In terms of the age of respondents, the study reported that 
the younger respondents scored higher EI scores than their 
older counterparts. This is contrary to the expectation that as 
people grow older, they become more experienced and 
mature to handle some circumstances that the younger 
generation struggle with (Chen et al., 2015; Sergio et al., 
2015). The unexpected finding of this study shows the 
complexities inherent in a diverse workforce whereby things 
might not always seem to be as they appear to be. In this 
light, there is a need for continuous information gathering 
and assessment of the workforce in order to have more 
informed decisions on matters that pertain to personnel.

The presence of many factors affecting the personality, 
decisions and behaviours of individuals implies that change 
is imminent and therefore interval analysis of gaps and 
differences may be necessary.

Limitations and recommendations
This study was conducted under some limitations. External 
validity was compromised because the sample surveyed was 
selected through non-probability sampling procedure and 
also the data were collected from only one selected university. 
In this light, caution needs to be exercised in generalising 
findings to all the ECAs in the country or other institutions. 
Secondly, this study is part of a bigger project in which 
respondents had to answer questions pertaining to more 
than one variable on a self-administered instrument. This 
made the study risk to spurious variance as a result of the 
measurement instrument and not the constructs.

Despite the fact that the sample size used was sufficient for 
the purposes of this study, it must be noted that the sample 
did not sufficiently represent the characteristics of the 
population of interest. Lastly, EI is exhibited in theory as a 
personality trait or ability which is influenced by various 
factors. This study only included four demographic variables, 
which do not exhaustively represent all the factors that 
influence EI. Caution should also be taken in generalising the 
findings of this study. Regardless of the mentioned limitations 
to this study, the obtained findings may still be relevant to 
practice for ECAs, career counsellors and institutions of 
higher learning.

Conclusion
This study contributes to the literature of EI and ECAs. The 
findings of the study have implications on ECAs as they 
seek to personally grow and develop in their career, 
institutions of higher learning and their human resources 
functions and career counsellors. Differences in the levels of 
EI amongst ECAs were observed based on the various 
demographic variables. Even though the majority of these 
differences were statistically insignificant, it can be stated 
that the demographic variables may have a real impact on 
EI. The study suggests that further research needs be 
conducted in which comparisons can be made between early 
career professionals and those already established.
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