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ABSTRACT 

As workplaces are increasingly becoming very diverse, with personnel from diverse cultures 
working in unison as a holistic unit in a multicultural environment, Emotional Intelligence (EI) and 
Cultural Intelligence (CI) have gained significant attention as key factors that can contribute to 
effective intercultural communication and collaboration in the workplace. Using Tamale Technical 
University as a Case, this research aims to investigate the relationship/impact between/on Emotional 
Intelligence (EI) and Cultural Intelligence (CI) on employee Job Satisfaction and Performance in 
multicultural organizations. 

The research was carried out using qualitative and quantitative research designs.  Data was collected 
using TEIQue SF/360 SF and the CQS/CQS Observer Report. A very brief interview of few 
respondents was also carried out to ascertain challenges facing employees CI and EI development.  
Inferential statistics; correlation and regression analysis was used to quantify and analyze qualitative 
data. Purposive random sampling was used in the selection of respondents to participate in the study. 

Findings from this study aimed to explore the relationship that exist between Emotional 
Intelligence (EI) and Cultural Intelligence (CI) in multicultural(multitrait) organizations, specifically, 
in a context of a higher institution of learning in developing countries.  

Findings show that there is a positive Correlation between EI and CI as well as a correlation 
between EI/CI and employee job satisfaction & performance. Findings also suggest that EI and CI 
play a contributory role in employees Job Satisfaction and Performance in multitrait working 
environments. 

RELEVANCE TO DEVELOPMENT STUDIES 

The Multifaceted Implication of a research on the role of Emotional Intelligence (EI) and Cultural 
Intelligence (CI) on employee job satisfaction and performance makes it vital within the field of 
Development Studies. The world is now increasingly interconnected, hence understanding how EI 
and CI affect employee attitudes and behaviors holds significant relevance for fostering inclusive 
workplaces and promoting effective cross-cultural interactions. This research will provides valuable 
insights into the mechanisms by which these intelligences contribute to job satisfaction and 
performance, offering a wide understanding of how individuals navigate complex social and cultural 
dynamics within organizations. This knowledge is crucial in designing strategies and interventions for  
enhancing harmony in workplace environments, ensuring equitable opportunities, reducing biases, as 
well as fostering sustainable and inclusive development within diverse organizational settings. 

Moreover, within the field of Development Studies, exploring the impact of EI and CI on job 
satisfaction and performance aligns with the broader goal of creating socially and economically viable 
environments. By Understanding the influence of these intelligences on employee well-being, 
teamwork, job satisfaction and productivity, this research offers a pathway to support not just 
individual growth but also the overall development of organizations and societies. Ultimately, the will 
aid in fostering inclusive development by emphasizing the significance of emotional awareness and 
cultural competencies within the workplace and their impact on organizational and societal 
advancement. 

 

Key words: Emotional Intelligence, Cultural Intelligence, Multitrait Organizations, Organizational 

Behavior, Diversity, Multiculturalism.  



1 
 

CHAPTER ONE (1) 

PRELIMINARIES 

1.0 Introduction 

The interplay between Emotional Intelligence (EI) and Cultural Intelligence (CI) has begun to emerge 

as fundamental determinant of employee job satisfaction and performance in numerous workplaces 

in Africa including Ghana.  

The emotional settings within workplaces, which includes employees ability to recognize, 

understand and manage emotions plays a significant role on employee behaviour, decision-making 

and job performance (Acheampong A. et al 2023). Similarly, CI, encompassing a person’s ability to 

function effectively across different cultures also matters for employees to perform and be well 

satisfied at their jobs (Ang S. et al. 2004) 

The performance of employees directly impacts the overall success of an organization (K.Mensah 

et al 2016). Employee Job Performance “is the ability of the employee to combine skillfully  

appropriate behaviour towards the achievement of organizational strategically determined goals and 

objectives (Oluwakemi & Olanrewaju  2014;  Olaniyan,  1999)”. When employees consistently perform 

well, meeting or exceeding expectations, it leads to overall organizational growth (Adams I. et al 2021). 

High job performance is often linked to achieving organizational goals, meeting targets, and ultimately 

contributing to the company's growth and success (ibid 2021). Employee Job satisfaction on the other 

hand “is how much employees like or dislike their work and the extent to which their expectation 

concerning work has been fulfilled (Wan E. and Leightley S.L 2006)”. When employees are “satisfied 

with their work”, they tend to be more engaged, committed, and motivated, which significantly 

influences their overall performance and consequently the overall success of the organization (Adowa 

F.Y & Nichloas C. 2012). Employee who are Satisfied with their jobs are more likely to be loyal, 

develop the moral to be productive and innovative, thereby making positive contribution to their 

respective organizations. (ibid, 2012) 

Both Job Satisfaction and Performance are vital and fundamental pillars that impact various facets 

of an organization's functionality and long-term viability. Employees who are satisfied with their roles, 

compensation, work environment, and opportunities for growth are happier and more likely to 

perform better. Job satisfaction plays a significant role in employee retention and loyalty ((Adowa F.Y 

& Nichloas C. 2012). On the other hand, poor job satisfaction can lead to increased turnover, lower 

productivity, and a negative work environment.  “If I had a better option else where I would leave, but there are 

no vacancies around” says one of the study participants at the Tamale Technical University.  

Irrespective of EI  and CI becoming essential Human Resource Management tools globally, it is 

not given much attention within the Ghanaian work setting. Only a handful of research has been 

conduct about the role of EI and CI in Ghana yet they show the relevance of EI and CI in employee 

job satisfaction and performance. A research carried out by Tagoe, Theophilus & Quarshie, (2016) 

revealed a “positive correlation between” Nurses “EI and Job Satisfaction” in Accra-Ghana. Similarly 

Butakor, PK, Guo, Q, Adebanji, AO (2021), also found a positive “causal relationship” between 

Ghanaian teachers' “emotional intelligence, job satisfaction, professional identity, and work 

engagement”. According to (Acheampong A. et al 2023) EI has a “positive impact on project 
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performance among employees of construction firms in Ghana”. Korankye, B., & Amakyewaa, E.  

(2021) studied the relationship between “EI and Spiritual intelligence on employee turnover intention 

and job satisfaction” and their findings highlighted a positive influence of EI on employees working 

in the “telecommunication industry job satisfaction and turn over intentions”. A research by (Dai-

Kosi D.A  & Acquaye A.V (2020), revealed that culture has a positive impact on Emotional 

Intelligence development among Ghanaians especially children. It was also  found out that Cultural 

Intelligence has a positive impact on “Interactional Adjustment among Chinese expatriate  in Ghana”, 

in a study conducted by (Isaac T. Agyei; Vuyokazi Mtembu 2023) using a sample of 397 Chinese 

expatriates in Ghana. A study by (Bartels, E 2021) also revealed that workers at the Cape Coast 

Technical University of Ghana who were stressed emotionally becomes less satisfied with their jobs 

which makes them  perform less efficiently than their colleagues who were less stressed emotionally.  

A study conducted by (Jakku, S.Y., Manja , E.K., & Ba –an, M.T. 2022) at the Tamale Technical 

University(TaTU) revealed that; stress in all forms (employees conflicts, biased treatments, partiality, 

disagreements etc) has detrimental effects on employees performance and job satisfaction. According 

to (Goleman D.2011 p. 17) deficiencies in Emotional Intelligence has the potential to cause employee 

distress, missing crucial deadlines, mishaps and mistakes as well as decrease in organizational 

productivity. According to the findings of (Jakku S.Y et al 2022) employees of the university job 

satisfaction and performance are affected when stressed emotionally which leads to low performance 

and can also bring about mental and health setbacks. This issue of job disaffection among university 

employees leads to poor job performance which in turns also leads other setbacks in organizational 

growth.  It was also revealed in a research conducted by (Agana A.L 2020) that, cultural and ethnic 

discrimination, unfavorable policies, “differing aims” and poor management of emotions  were some 

causes of organizational conflicts within the TaTU which causes tension and stress on employees 

which in turn limits staff job satisfaction levels and performances. 

From the above assertions, the role of EI and CI in limiting organizational conflict and fostering 

employee job satisfaction and performance is proven however it has not received the needed attention 

in TaTU.  

1.1 Organizational Profile 

Overview of the Tamale Technical University (can also be found on the university website). 

The Tamale Technical University (TaTU) is located in Northern Regional Capital. It is situated within 

the Educational Ridge of Tamale. Its digital location is NS-011-9772. Established in 1951 as a trades 

school, converted into a Technical Institute in 1963 and Polytechnic in 1992. It was accorded a 

“Technical University Classification in 2018 under the Technical Universities Act, 2016 (Act 922)”. 

The university runs as an autonomous Public Tertiary Educational Institution in Ghana, offering 

both technical and vocational as well as business and health related courses with accreditation from 

the National Accreditation Boarded (NAB) with its “Higher National Diploma (HND) programs 

supervised by the National Board for Professional and Technician Examinations National 

Accreditation Board (NABTEX)”. The University has a total student population of more than 7000 

and working staff population more than 500. 
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Mission 

“The mission of the University is to provide higher education and undertake research in engineering, 

technical and vocational based disciplines using practical and competency-based approach that would 

produce professionals for industry”. 

Vision 

“The vision of the University is to become an internationally reputable institution of excellence in the 

provision of technical education”. 

1.2 Background to the Proposed Study 

As a public institution The Tamale Technical University is a ‘multitrait’ organization, and by ‘multitrait’ 

I refer to all the various (social, political, religious and economic demarcations that 

encompasses human societies including both intrinsic and learned (externally influenced) 

distinct behavioral and attitudinal character that are personal and unique to each individual). 

As a public institution and a place for higher learning, the Tamale Technical University has different 

stakeholders making it a multitrait and extensively diverse organization from staffs to students. The 

socio-political, religious and attitudinal diversity has in every respect a significant bearing on the daily 

interaction of key stakeholders both internal and external and by extension the university entire 

organizational performance. These singularities and peculiarities among stakeholders of the university 

has the potentials to causes disagreements among staffs and retaliations from those who felt abused 

due to their personal, social, political or religious affiliations. It is on the premise of empathy to 

encourage peaceful coexistence and forestall negative retaliations in a diverse community that 

Mahatma Ghandi professes his saying “An Eye for an Eye leaves us all blind” and “If we do an eye 

for an eye and a tooth for a tooth, we will be a blind and toothless nation” says Martin Luther King 

Jr. This statement echoes the potential effects of retaliation among conflicting parties be it workplaces 

or homes which can be managed when people are emotionally disciplined. The act of retaliation is 

something that has long been part of human societies. In my personal experience as an administrative 

assistant, I have heard colleagues made statements like “I am waiting for a day so and so letter will come to my 

office for processing, I delay its processing like they did mine”.  In their work (Nozaki Y. and Koyasu M 2013) 

proclaimed that retaliation can be well managed by emotionally intelligent individuals. They consider 

emotional intelligence a prosocial trait which can help people manage the psychological states of 

others.  In the same context (Goleman D. 1995) says empathy is built by self-awareness and the more 

people are mindful of their own emotions, the more experienced they will be in reading others feelings.  

For people to coexist peaceful and contribute productively to organizational growth, there should 

be some degree of empathy among superiors, superiors to subordinates and subordinates to 

subordinates which requires a fair degree of emotional and cultural intelligence.  It is proclaimed by 

(Thorndike E. 1920, Mayer and Peter Salovey 1990, Goleman D.  1995, Gorji M. and Gharesefo H. 

2011,) that; “individuals with a high rate of EI” are very self-aware and much able to sense the swinging 

moods or emotions of others, which allows individuals the capability to “appraise and regulate 

emotions appropriately” (Nozaki Y. and Koyasu M., 2013) and cultural intelligence helps employees 

to navigate sensitive cultural context amicably (Ang S. et a 2003, Ang S. and Early P. 2006, Gorji M. 

and Ghareseflo H. 2011, Balogh A. and Gaal Zoltan 2011,).   
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There are frequent friction among employees of everything organization of which the Tamale 

Technical  University is no exception which greatly pertains to the inability of employees to manage 

subjective feelings.  

According to (Goleman d. 1995 p. 291) “There is no denial to the fact that emotional strengths 

and social abilities often contribute in leading to social and occupational success”.  Emotions 

according to (Keltner D.  & Kring A.M., 1998) serve two functions; that is social and communicative 

functions, conveying a set of information to other people and prompting their reaction which plays 

an important role in facilitating and building good interpersonal rapport. Individual differ in their 

abilities to manage their emotions and that of others (Nozaki Y., and Koyasu M. 2011) and this 

diversity in emotional management abilities is as a result of their respective EI levels (Salovey P. & 

Mayer J.D., 1990).  In this regard the importance and benefits of EI/CI in multitrait organizations for 

effective Human Resource Management (HRM) and employee co is clearly highlighted.       

1.3 Justification of the Study 

Cognitive performance is highly influenced by emotional state of a person and people with a good 

degree of EI is expected to perform better cognitively than others without or with little emotional 

intelligence (Daamasio A.R, 1999).  Emotional control can assist people become very focused on 

personal development and productivity (Lam & Kirby, 2002).  EI is vital to job performance and work 

success (Vakola M., Tsaousis I., & Nikolaou I., 2004) and a significant leadership trait (Cooper R. & 

Sawaf A., 1997). EI plays a significant contributory role in effective multicultural negotiations which 

is relevant for organizational and inter-organizational correlation (Adler N. 2008).  

Globalization has opened up national borders, making it possible and easy for organization to 

source for diverse personnel globally. This globalization process in the words of (Friedman L.T 2005, 

p. 11) has “flattened the world” closing the gaps among people of diverse cultures empowering them 

by “making it possible for different people to “plug and play”. This diversification presents a unique 

phase of multiculturalism and the means of effective management of cross-cultural interactions to 

propel organizational goals becomes a needed HRM factor in organizational culture.  It is however 

noted by Friedman L.T that the globalization process doesn’t come without frictions. The cause of 

these frictions according to (Iacobb D. and Dumitresu M.V., 2012) is what they termed the “cultural 

wall” which surrounds people, groups and nations. They further stated that though globalization is 

eroding these walls, it is posing complex challenges to different values, cultures and national identities. 

In order to safely and cautiously manage these “cultural walls” that surrounds employees, 

organizational stakeholders need to be culturally competent, aware and sensitive, i.e. be ‘culturally 

intelligent’ (Ang S. and Early P. 2003, Ang S. et al 2004, Ang S. et al 2006, Iacobb D. and Dumitresu 

M.V., 2012). 

Emotional Intelligence enables organizational managers and employee to be aware of their 

emotions and that of others (Salovey P. & Mayer J.D., 1990, Goldman D. 1995, Cooper R. & Sawaf 

A., 1997, Daamasio A.R, 1999, Lam L. & Kirby S., 2002,  Vakola M., Tsaousis I., & Nikolaou I., 2004, 

Adler N. 2008, Nozaki Y., and Koyasu M. 2011, Serat O. 2017) and Cultural Intelligence offers them 

the ability to interact cross-culturally devoid of biased cultural discriminations (Ang S. Earley P. 2003, 

Ang S. et al, 2006, Ana, A. 2018, Shakeel A. and Saidalavi K. 2019,) and both social constructs together 
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creates a conducive and enabling environment for workplace diversity, employee growth, job 

satisfaction and general organizational progress.  

Based on the above assertions and for the fact that there is relatively very few emotional intelligence 

and cultural intelligence research conducted (Yitman I. 2013) especially in developing countries and 

in tertiary educational  on employee job satisfaction and performance for that matter, there is relatively 

limited literature and this study will serve both as a source of literature for future studies as well as 

reveal the correlation between emotional intelligence(EI) and cultural intelligence(CI) in organizational 

performance and employee job satisfaction in multitrait organizations.  

1.4 Statement of the problem  

The Intelligence Quotient (IQ) for several decades was considered the ideal and only essential 

indicator of employee resourcefulness guaranteed for excellent job performance. However, it is not 

uncommon to see individuals with very high IQs finding it difficult to meet organizational goals 

because of their inability to manage a team.  Its proven by numerous studies that, Emotional 

Intelligence and Cultural intelligence significantly influences employee performance and 

organizational leadership abilities.  As (Aydin, Leblebici, Arslan, & Oktem, 2005) opined; individuals 

who are highly intelligent emotionally shows better personal progress and professional development 

than those who only possess high Intelligence Quotient (IQ). Rapid globalization has shrunk national 

boundaries, bringing into contact diverse social and cultural identifies, this has made emotional and 

cultural intelligence an essential skill to aid proper and culturally sensitive communication among 

individuals at work, home and place of business. Universities and other places of learning are grounds 

of intellectual prowess, battling in constant competition and display of intellectual achievements as 

well as their ability to logically process and solve questions. However, no provisions are made to orient 

employee and train students the means of becoming culturally and emotionally intelligent which 

contemporary have been identified as valuable professional and leadership qualities.   

Cultural Intelligence and Emotional intelligence have an intertwined relationship and their 

significance to general organizational performance is proven. However, in the case of the Tamale 

Technical university and many other organizations Cultural Intelligence and Emotional Intelligence 

are both not given any significant attention.  

1.5 Research objectives and questions 

1.5.0 Objective of study 

The objective of this research was to conduct a study on the topic of emotional intelligence and 

cultural intelligence in a ‘multitrait’ institution and by so doing producing empirical findings that 

answer the study research questions and either prove or disprove the proposed hypothesis highlighted 

in this study.  

Hence the objective of this study was to investigate and explore the role and relationship between 

emotional intelligence and cultural intelligence, their relevance to employee job satisfaction and 

performance. 
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1.5.1 General Research Question  

How do Emotional Intelligence (EQ) and Cultural Intelligence (CI) influence Employee Job 

Satisfaction and Performance in The Tamale Technical University?  

1.5.2 Specific Research Questions 

i. What is the Relationship between individuals EI and CI in multitrait organizations like 

Tamale Technical University? 

ii. What Impact do EI and CI have on Employee job Satisfaction and Performance in Tamale 

Technical University? 

iii. What are the challenges and barriers that impede the development of emotional 

intelligence and cultural intelligence among employees in the multicultural environment of 

Tamale Technical University? 

iv. What is the level of emotional intelligence and cultural intelligence among superior and 

subordinates in the Tamale Technical University?  

1.6 Study Hypothesis 

The following were the research hypothesis put forward in this dissertation; 

i. NH1: CI has no relationship with an individual’s EI and vice versa. 

RH1: CI has some relationship with an individual’s EI and vice versa. 

ii. N2: EI and CI has no correlation with employee Job Satisfaction and Performance. 

RH2: EI and CI has some correlation employee Job satisfaction and Performance. 

1.7 Limitation of The Study 

This study was limited by time and finance. As a result only a few number of participants were 

selected for the study. This by extension has some impact on the findings of the research in terms of 

sample-population representativeness and findings generality   

  



7 

CHAPTER TWO (2) 

LITERATURE REVIEW 

2.0 What is Intelligence? 

The Term ‘Intelligence’ in the words of (Sternberg R. J. 1986) has “many definitions as there are 

experts to define it” and he defined it as “the mental activity involved in purposive adaptation to, 

shaping of, and selection of real-world environments relevant to one’s life” (ibid p.33).  According to 

(Hand M, 2007 p. 36) to be intelligent is to “have an aptitude for theory-intensive activities” not 

competence in ‘perfect executions of specific’ task as (Ryle G 1949, p. 36) puts it. So, a person can 

still be considered intelligent even if they are not perfectly competent in executing a specific task.  

Intelligence as a cognitive ability varies among individuals (Hindes Y., Schoenber R.M & Saklofske 

H.D 2011) which shows that there are degrees in levels of intelligence.  

So, we will maintain that intelligence and what it means even if fluid with a series of emerged 

connotation does not make it original meaning elusive, therefore in this study intelligence is “the 

mental activity involved in purposive adaptation and shaping one’s environment in a beneficial 

manner” (Sternberg R. J. 1986), the “ability for theory intensive-activities” (Hand M. 2007) and “ability 

to achieve goals” (Legg S. and Hutter 2017) in different situations.   The keyword that resonates among 

all the definitions is ‘ability(aptitude)’ ‘understand’, ‘logic(reason)’, ‘adaptation/shape’ and ‘goal-

oriented’. So therefore, in this study Intelligence is; 

‘the ability/aptitude of any living being(person/animals) or non-living being (AI technology) i.e., agent(s) to reason, 

understand, shape, adapt and being able to use this knowledge efficiently in decision making process to achieve 

stipulated goals in diverse environments’. 

2.1 Intelligence Quotient (QI) 

The etymology of the word ‘Quotient’ comes from the Latin word ‘quot’ or ‘qoutiens’ which means 

(how many, as many or how often). In arithmetic the word ‘quotient’ means how many times a number 

is divisible by another number. The Collins English Dictionary therefore defines Quotient as 

“indicating the presence or degree of a characteristics in someone or something”.  It is defined by 

(Louise D.M and Bruno S. 2017, p1) as the “quantitation of an individual’s intelligence relative to 

peers of similar age”. It is a measure of “intelligence that takes into consideration a child’s mental and 

chronological age” (Bearce, K.H 2009 Ch 8, p.1). IQ test is used in schools to admit students by 

categorization (Hand M, 2007, Louise D.M and Bruno S. 2017, Adebayo O.G & Yamoskiy V.R 2022), 

used in the military and government security agencies to recruit personnel (Argamo S., et al, 2009).   

Hence; Intelligence Quotient (IQ) can be simply defined as  

‘he quantification of the degree of intelligence present in a person/non-human animal’. 

To (Gottfredson 1998, p.24) IQ test is the “single most effective predictor known of individual 

performance at school and on the job, as well as many other aspects off wellbeing.” This assertion by 

(Godttfredson, 1998) is rather what this study seeks to avoid, the postulation of IQ as the ‘single’ 

“most effective indicator of high performance” in social and working environments. This leads to the 

discussing of the two social constructs Emotional Intelligence (EI) and Cultural Intelligence (CI) as 

two vital alternate predictors of personal and professional performance.    
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2.1 Emotional Intelligence (EI)  

As organizations become more diverse and ‘multitrait’, understanding the dynamics of emotions and 

culture in the workplace has become a vital area of research. For individuals and organization to strive 

in today’s globalized world, it has become critical for employees to effectively manage emotions, 

understand and navigate cultural difference and adapt to diverse workplace environments and 

individuals.  According to (Gareth Chick 2018, p. 1) Managers and corporate heads often developed 

unconscious controlling habits and yet are in constant denial that these bossy attitudes often lead to 

“collective shortfalls in human potentials” which results in unsustainable and poor results. It is asserted 

by (Brown R. and Brooks I 2022) having a detailed grasps of one’s emotion and that of others is an 

essential factor in organizational growth which in the same context is reiterated by (Mayer et all 2004) 

that; effective organizational mood management is needed by top management and executives to 

promote the achievement of organizational goals which involves using a blend of multiples 

psychological skills i.e. (emotional intelligence). 

The EI concept is  a recent behavioral framework that was publicized by the works of (Goleman 

D. 1995) in his book “Emotional Intelligence: Why It Can Matter More Than IQ”. EI roots according to 

Serrat O. can be traced to Charles Darwin’s work “The importance of emotional expression for survival and 

adaptation”, Mayer and Peter Salovey work in 1990.  However, (Goleman D.  1995) attributed 

Thorndike E. (1920) with the early study of emotional intelligence.  Emotional Intelligence (EQ) 

describes the capability or self-perceived ability and skills to identify, analyze and “manage the 

emotions of one’s self and that of others” or group (Serrat O., 2017, p. 330.). Goldman D. dissected 

the concept of Emotional Intelligence in to five (5) dimensions; 

a. Self-Awareness: This involves being able to recognize and understand your own emotions, 

motives, strength as well as weakness.  

b. Self-Regulations: This refers to an individual ability to be able to effectively manage and 

regulate/control their emotions.  

c. Self-Motivation: It is about being able to push oneself through obstacles with strong 

optimistic conviction and perseverance to reach a goal.  

d. Empathy: To feel, understand and share the emotions of others is to have empathy.  

e. Social Skills: This is the skills to be able to manage and associate with other people.  

EI is the ability to make use of social knowledge to adapt and act accordingly in different social 

context  (Salover P. & Mayer J., 1993). As part of formulating a new emotional intelligence concept, 

(Salovey J. & Mayer P. 1997), proposed four interrelated units of emotional intelligence; 

 Salovey and Mayer (1997) Four Dimensions of Emotional Intelligence  
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a. Perceiving Emotions: This pertains to people ability to accurately decipher emotional signals 

on people faces, voices or pictures (Papadogiannis P.K et al 2009).  

b. Facilitating though Using Emotions:  When emotions facilitate the kind of thought people 

conceive in their minds (Marina F. & Ashley M.V, 2017).  

c. Understanding Emotions: According to (River S.E et al, 2007) it pertains to the ability of 

an individual to comprehend and make meaning between diverse emotions and how such 

emotions change with time and situations.  

d. Emotional Management: It is about the ability of regulating one’s emotions and effectively 

regulating also the emotions of others. (Marina F. & Ashley M.V, 2017). It involves the ability 

to be able to manage emotions in an effective manner be it negative or positive and 

formulating quick effective responses to suit any situation (River S.E et al, 2007).  

EI has long been linked to various positive outcomes in school and at the workplace, such as good 

academic achievements (Parker J.D, et al 2004, Van Der Zee K., et al 2002) good leadership skills 

(Cooper R. & Sawaf A., 1997, Sharma T. and Sehrawat A. 2014), improved job satisfaction and 

teamwork (Vakola M. et al 2004, Sharma T. and Sehrawat A. 2014), enhanced performance and 

management of occupational stress (Bar-On R. Kirkcaldy B.D  & Thome  E. P., 2000, Nikolawu I. & 

Tsaousis I. 2022) as well as reduced negative job site retaliation (Nozaki Y, Koyasu M. 2013). In the 

words of (Dulewicz V., & Higgs M., 2003) the higher an individual ascends the cooperate ladder the 

more emotionally intelligent they need to be. EI plays a crucial role in determining organizational 

leaders and subsequent employees’ performance and organizational success than intelligence Quotient 

(Diggins c., 2004).  In their research (Nozaki Y, Koyasu M. 2013) acknowledged that; emotionally 

intelligent people are able to influence and regulate others emotions so that they act rationally. 

Individual Emotions are like elastic bands with varying elasticity, it is likely to snap when stretched 

beyond its endurance level.  

As Intelligence is a cognitive ability of logical reasoning for the purpose of influencing goal 

achievement in one’s environment, Emotional intelligence is  

‘the innate or learned ability of cognitively processing, appraising and reacting to varied behaviours/actions of diverse 

individuals in a strategic, purposive and well calculated manner to achieve a goal(s)’. 

2.4 Cultural Intelligence 

Contemporarily, globalization has extended “global cultural networks” increasing the size and impact 

of “global interconnectedness” which are all characterized by interactions from varied actors (Held 

D., & McGrew A., 2007).  This complexity and intersections of diverse cultures be it in organizational 

or non-organizational settings requires a form of skills or experience to be able to smoothly navigate 

these cultural differences i.e CI.  The Cultural Intelligence (CI) concept was first proposed by Dr. 

Soon Ang and Dr. Linn Van Dyne in the late 1990s and popularized by their book titled “Cultural 

Intelligence: Individual Interactions Across Cultures” published in 2003. Having knowledge of culture allows 

us as individual to navigate in great precision the complex ‘cultural web’. In the words of 

(Gopalkrishan N. 2014) while interacting with different cultures can “lead to greater opportunities or 

positive change in all aspects of human life, they can also lead to conflict between cultures, whether 

overt or covert”. 



10 

CI is defined by (Early P. & Ang S., 2003; Ang S. et al 2007; Ang S. & Van Dyne, 2015) as the 

“ability of an individual to effectively” interact/deal with diverse cultures.  According to (Early P. & 

Ang S., 2003) CI is made up of four interrelated units of skills/abilities and these four dimensions of 

CI according to (Azevedo A., 2018, p. 1) “meaningfully complement each other to support behavioral 

flexibility within cross-cultural settings”.   

a. Cultural Intelligence Drive (CI drive): It is the passion or motivation and interest to engage 

with diverse cultures.CI drive reflects a person willingness and curiosity to experience, learn, 

sample and even adapt to different cultural settings.   

b. Cultural Intelligence Knowledge (CI knowledge): This pertains to actively seeking for 

factual knowledge of diverse cultures; to enable an individual understand the norms, values, 

traditions, beliefs and practices, modes of communication, trading strategies, etiquettes etc. of 

different cultures.  

c.  Cultural Intelligence Strategy (CI Strategy): It is the ability of an individual to synchronize 

their behaviour and communications patterns and styles almost instantaneously to fit the 

cultural context of cultures they chance in their daily interactions.  

d. Cultural Intelligence Action (CI Action): It is the capability to act in an appropriate manner 

during a cross-cultural interaction.  

Managing cross-cultural relationships using cultural intelligence(CI) is said to be a key global 

leadership factor (Ahmed S. and Saidalavi K., 2019). Leaders need to master diverse intelligence 

including emotional and cultural intelligence (Templer K. J., et al 2006).  CI has been deemed a critical 

factor in managing diversity in the workplace (Ana A. 2018, Ahmed S. and Saidalavi K., 2019,), 

fostering an inclusive, cross-cultural organizational interaction (Herrman E., et al 2007,  Ahmed S. and 

Saidalavi K., 2019).  The importance of cultural intelligence in proper organizational management is 

further reiterated in the work of (Yitman Ibrahim, 2013). In his study (Yitman I. 2013) asserted the 

importance of cultural intelligence in enhancing the comparative advantage of multinational 

cooperation who are culturally inclusive, promoting cross-cultural learning and integration than their 

counter parts who do not. He further stated that cultural intelligence allows effective integration of 

MNCs in various countries across the globe.   

Individuals with high CI are deemed to have “strong mastery and sense of emotional display and 

physical presence” (Earley et al., 2006, p.34). CI as explained by (Van dyne et all 2012) refers to the 

ability of a person to effectively manage and interact in a cross-cultural setting be it at International, 

National, ethnic or organizational level. Hence, Cultural intelligence is therefore;  

‘a learned’ ability of associating and interacting with diverse cultures effectively through strategic maneuvering of 

cultural differences in different multicultural settings even when such values and norms do not conform to one’s personal 

cultural beliefs’. 

2.5 Emotional Intelligence and Cultural Intelligence Conceptual Framework 

Probing deep into Emotional Intelligence (EI) and research conducted over the years reveals a pattern 

of the emotional processing cycle. This study therefore develops a six-step emotional processing cycle. 

It Further illustrated with a conceptual framework on how CI and EI affects employee job satisfaction 

and performance.   
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Action- refers to the gestures, verbal or non-verbal acts that an ‘action doer’ acts to an ‘action 

recipient’.  

Processing- This is the cognitive task of quickly processing the action to determine if it is negative 

or positive act, like insult, compliment or disrespect. 

Appraisal- This is the potentials judgments made from the cognitive processing of the action. The 

judgment of the action could be that it is positive act or a negative one. A compliment or an insult. 

Perception- This is the notion or idea the action recipient now hold of the action based on their 

judgment of the action. This is the point an emotion is developed, it is either that of empathy, 

happiness, disdain, anger, confusion etc.  If the act is perceived a negative one the action recipient 

could develop an emotion that of anger. 

Manifestation: This is the physical or visible exhibition of the perceived emotion. Now it becomes 

visible on the person face, action, tone or behaviour i.e. their emotional status. This shouldn’t be 

confused with (Salovey and Mayer, 1997) “perceiving Emotions” which is recognizing and being able 

to tell the emotional state or mood of people via the physical expression or tone of their voice etc. In 

the Case of Salovey and Mayer Perceiving emotion is seen at a second person’s activity but in this 

framework, it is viewed as the first person’s activity. It is what happens in a person’s mind.  

Counter Action: - This is the reaction of the action recipient to the action doer, based on the 

perception and manifested emotion. If the manifested emotion is that of anger, they can either react 

and retaliate angrily or remain calm (the basis of emotional intelligence).   

Cultural, Religious, Economic and Political boundaries: These are the socially constructed 

external boundaries that influence and shape how people react to different actions.  For example, 

when an action doer from a low context culture says or do something, it can be OK culturally and 

won’t be offensive to his peers of the same culture hence, no emotional response is exhibited to the 

action, no frowning, no sadness yet if the same action is executed in high context culture society, the 
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cultural boundaries is crossed and individuals become offended and their emotions become visible, 

that of anger or sadness. And it is the same with the boundaries of Religion, Politics etc. 

Personal Beliefs, Principles and Biases (personal traits): This are the innate boundaries that are 

unique to individuals even if they belong to the same socially external constructed boundaries. To 

simply put the personal traits/principles are those innate qualities that set people apart even if they 

are siblings, from the same culture, political party, religion etc. However, it is to be noted the some of 

these personal principles can be picked up by a person from the role models and mentors they look 

up to. 

This conceptual framework allows us to understand the relationship that exist between 

Emotional Intelligence (EI) and Cultural Intelligence (CI) and the means by which they mutually 

influence each other and employee job satisfaction and performance.  

Possible criticism of this framework of emotional processing may arise from critics who will 

consider emotions a non-conscious act that does not involve any cognitive information processing. 

Yet Scholars like (Hand M, 2014, Fiori M, 2009; M.V Antonakis 2012; Fiori M. & Vesely-Maillefer 

K.A 2017) agree that activities that occur in our subconscious mental faculties and appear to be 

spontaneous act devoid of any prior thoughts and planning doesn’t mean that there is no cognitive 

activity, it is however unpredictable like in the case of conscious emotional behaviours.  (Fiori M. & 

Vesely-Maillerfer K.A 2017) divided emotion into two; Conscious emotional Behaviour and Non-

conscious Emotional Behaviour.  

2.6 Review of Emotional Intelligence (EI) and Cultural Intelligence Scales 

2.6.1 The Emotional Quotient Inventory “BarOn EQ-i /EQ-I 2.0 scale and EQ 360” 

The EQ-i 2.0 is the revised and latest modification of the BarOn EQ-i, is one most popular emotional 

intelligence assessment tool, it received praises for its validity and reliability by the Washington Post 

(Bradberry T. & Greaves J. 2009) as an Ideal EI Measurement Scale.  The EQ-I 2.0 is a self-report 

questionnaire made up of 15 sub thematic scales each grouped under the following compound 

thematic scales; Self-Perception, Self-Expression, Interpersonal, Decision Making and Stress Management.  

2.6.2 The “Wong and Law emotional Intelligence Scale” 

The “Wong and Law Emotional Intelligence Scale or (WLEIS)” was developed by Wong and Law 

(2002) to do a brief assessment of emotional intelligence (EI) and it is highly rated as one of the most 

valid and reliable emotional intelligence scale suitable for EI measurement at workplaces.  

2.6.3 The “Schutte Self-Report Emotional Intelligence Test (SSEIT)” 

The “Schutte Self-Report Emotional Intelligence Test (SSEIT)” is another emotional intelligence 

measurement scale which was constructed from the works of (Salovey and Mayer 1990). It is also 

divided in to four emotional thematic areas, that is; “emotion perception, utilizing emotion, managing 

self-relevant emotions and managing other people emotions”. It is made up of 33 self-report question. 

The SSEIT was used in Emotional Intelligence (EI) test in various disciplines and fields (EI) by 

different scholars like (Angayakanni R. & Raja S.M.A 2016; Arunachalam and Palanichamy, 2017) in 

South Africa, it was used by (Jonker C.S & Vosloo C., 2008) in south Africa) who all confirmed the 

reliability and validity of the SSEIT. 
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2.6.4 The “Trait Emotional Intelligence Questionnaire (TEIQue Long/Short Form)” 

This EI inventory was developed by Petrides K.V and Furnham A. in 2001. It conceptualizes EI as 

“personality trait” (O’Conor J.P et al, 2019). The TEIQue is in two categories, the TEIQue Long form 

and the TEIQue Long Form. The Long form is a 153 self-report questionnaire subdivided into four 

(4) sections containing 15 facets while the Short form is condensed into a 30 item under the four main 

subsections. The scale has an additional 360 scale for measuring emotional intelligence of an individual 

from a different person perspective. It has both long and short form. It is considered one of the most 

practical trait EI measurement scales and have been used in more than 2000 academic and professional 

research projects (O’Connor J.P et al; 2019) and was adopted for this study. 

2.6.5 The “Cultural Intelligence Scale (CQS)” 

There is only one dominant scale for cultural intelligence measurement, that is the one created by Ang 

and his colleagues in 2004. It was pilot tested with about 1,500 participants of varied samples and later 

replicated in another study by Soon Ang and 5 other colleagues in 2007 and proved to be consistent, 

reliable and valid. Hence this scale is readily available in Ang et al 2007 Appendix and was adapted as 

the scale for measuring and testing the CI of study sample of the Tamale Technical University.  
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CHAPTER THREE (3) 

RESEARCH METHODS AND METHODOLOGY 

3.0 Research Design 

A descriptive design was used for this study. It is an ideal approach for collecting both qualitative and 

quantitative data. Survey questionnaires, brief interviews and secondary sources was employed as data 

collection instruments.  

According to (Panke D, 2018, p.1) the nature of a research question and hypothesis shows the kind 

of research design to use. Research questions that sought to explain causal-effect mechanism about 

social concepts which already have existing literature and theories of explanation even if the pending 

research is to explore same concepts and topics in un-researched scope, the study is deductive and 

hence an explanatory research design is the most fitting research design model to use (Panke D. 2018, 

p.1). An explanatory research design uses both qualitative and quantitative design (ibid 2018, p.1). To 

quote him verbatim  

“Whenever a research question relates to a phenomenon that has already been studied (albeit with a different focus) by other 

scholars, it is very likely that there are already theories that relate to a question/phenomenon of interest. Thus, in such 

situations, it is a good idea to opt for a deductive rather than inductive research design (ibid 2018 p.2).” 

The topic at hand has extensive literature and many behavioural/social theories. As (King et al 

1994b, Bryman 2008, Creswell 2014,) proclaimed; research designs for deductive studies are theory 

based in nature. This study will therefore, adapt the deductive-explanatory research design with a focus 

on qualitative data. Taking cue from diverse existing literature and theories, of emotional intelligence 

and cultural intelligence, the focus of this study will be to explore the relationship that exist between 

CI and EI and how this relationship shapes or influences organizational behaviour, management, job 

satisfaction and performance of employee (superior and subordinates), in tertiary educational 

institutions with a focus on Tamale Technical University located in a typical multi-ethnic and culturally 

centered vicinity of Tamale, Northern Region of Ghana. 

3.1 Cultural Intelligence Scale (CQS) and The Trait Emotional Intelligence, 360 Test-Short 

Form (TEIQue-SF & TEIQue-360-SF)  

The Trait Emotional Intelligence Questionnaire/360 Test-Short Forms (TEIQue-SF & TEIQue-360-

SF) developed by (Petrides K.V and Furnham A.; 2001) and Cultural Intelligence Scale (CQS) 

developed by (Early C. & Ang S, 2003) was deemed the ideal EI and CI Scale for this research. 

Different research in cultural intelligence in various fields have been conducted using CQS by (Ang S. 

et al 2003) resulting in claims that back its reliability and validity after several repetitive administering.  

The cultural Intelligence scale has been rated high in its reliability and validity even in cross-validation 

across different countries (Ang S. et al., 2007, Caterina G. & Diletta G; 2018). Psychometrically it is 

rated satisfactory (Barzykowski k. et al, 2019).  The (TEIQue-SF & TEIQue-360-SF) has been deemed 

reliable and valid trait-based EI scale (Andrei F., et al 2016 and O’Connor J.P et al; 2019).  

However, all self-report questionnaires are criticized as having the tendency to give biased and self-

praise responses. As (Brackett et al 2006, Sheldon et al 2014) puts it, individuals are not ideal judges of their 

own emotional traits. “Self-report trait-based measures” are perceptible to faking (O’Connor J.P et al; 

2019). So, key employees were randomly picked and administered the 360 to rate the emotional 
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intelligence of their respective superiors and a response comparison was generated and matched to 

identify discrepancies in self-report by superiors.  It is however asserted that faking in trait-based self-

report questionnaire only occurs when individuals or employees feel unsure of the confidentiality of 

their responses especially from their superiors or colleagues (Tett R.P et al 2012). So, the 

confidentiality of participants  was deemed a high priority,  hence, identities were treated with outmost 

anonymity. 

3.2 Data Collection 

Data for this research was gathered via primary and secondary sources. The primary data  was collected 

using The (TEIQue-SF & TEIQue-360-SF) to collect data on EI and the Four Factor Cultural 

Intelligence Scale (CQS) was used to collect data on CI and CENQ to collect demographic and other 

data. Relevant Secondary data, served two purposes, first as a yardstick for comparing study findings 

as well as providing in-depth literature about the topic at hand. 

3.3 Research Instrument 

The main research instrument that was used in this research is questionnaire administration via the 

TEIQue-SF/360 and CQS/ Observer report and CENQ as well as brief interviews.  

3.4 Sample populations 

The study population for this research is made up of diverse employees of the Tamale Technical 

University, from the Top management position, administrative staffs, labourers and security guards, 

lecturers and students of the university. Statistical data found on the university website shows that, 

the university has a total population of more than 7500, with 7000+ being students’ population and 

the 500+ employees of various ranks. From this population, suitable samples were selected using 

purposive random sampling technique as the first phase of  sample selection.  

3.5 Sample Technique and sample size determination  

From the population, samples were selected using purposive random sampling procedures as this is 

suitable for gathering participants that best fits the research aim.  The University has 8 faculties with 

202 lectures of various ranks and total administrative staff of 249 working in various offices and 

departments of the university. The Slovan’s formula (1978) was used to determine the minimum 

sample size for the study.  

𝑛 =  
𝑁

1 + 𝑁𝑒 2
 

Where   n = Sample size  

              N = the population size 

              e = level of significance, fixed at 0.05 

So  our total population for consideration is 451 

Hence; 𝒏 =  
451

1+(451)0.05 2
=

451

2.128
= 212 

Therefore, with a marginal error at 5% and Confidence Level at 95%, 212 samples consisting of 

both lectures and administrative staffs is the ideal sample size (n) for this study, however 30 samples 

will be used due to the limitation of time and money. 



16 

3.6 Purposive Random Sampling Technique 

Interviews, Emotional and cultural Intelligence inventory scales was administered in a purposive-

random fashion to study participants. Purposive sampling is a sampling procedure to select study 

participants who fall within certain characterization needed for research (Sproull N.L 1995, 113). So, 

participants were identified and purposively selected based on their suitability to offer more insight 

into the study topic.  Sproul furthered stressed that is of prominence in purposive sampling to ensure 

maximum variation (ibid, p.113), that is widening the selection frame to choose samples who possess 

traits beneficial to the study. According to (Amin M.E 2005) opting for purposive random sampling 

techniques is generally known for reducing participant selection bias as well as attaining some relevant 

degree of validity and reliability.  

It was however relatively impossible to select 212 participants to study due to financial and time 

constraints. So the sample size was reduced to a minimum of 30 participants which is widely 

recognized by many scholars as the most minimum sample ideal for undertaking research (Corder 

G.W & Foreman D.I, 2009) as well ensuring maximum variation (Sproul N.L 1995) and a high degree 

of confidence in research results. As a result, Faculty Deans, Head of Departments (HODs), Director 

of Quality Assurance Directorate and Director of Business Development and their office assistants 

were purposively selected to participate in the research.   

3.7 Data Analysis 

Data analysis was carried out using descriptive and inferential statistics. Demographic data were 

analyzed and presented using descriptive statistics, i.e. frequency and graphs. To determine correlation, 

causality and effect, linear regression was used. The IBM SPSS Statistical Software Version.28 was 

used to analyze collected data.   

3.8 Validity and Reliability  

3.8.1 Validity 

Validity of a test is determined by its ability to measure the phenomenon it is designed to measure 

(Panke D. 2018, p23). All data collection tools were thoroughly scrutinized to ensure that they contain 

all relevant information and questions capable of answering the research questions and fulfilling the 

study objectives. It is asserted by (Panke D. 2018, pp. 23-34) that internal validity is achieved when 

the research is design in a systematic manner by which means empirical, methodological and 

theoretical answers to the research questions is achieved. External validity pertains to the potential of 

research findings to be generalized to other populations outside the study scope (ibid 2018, p24). 

To ensure the validity of instruments used to collect data, the researcher must go through each data 

collection instrument against the study objectives and Research Questions making sure that the 

variables contain all the information that fulfils the Research Objectives and Questions.  

3.8.2 Reliability  

According to (Panke D. 2018, p.24) reliability is defined as “the consistency of measures used and is 

often deemed as ‘measurement validity’”. Reliability is the ability of indicators and measurement 

parameters generating same results in a repeatable, consistent and stable manner irrespective of the 

place, time and participants. Reliability of data and findings was measured using previous existing 
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literature on the topic as control, this according to (Mugenda O.M and Mugenda A.G 1999) proves 

the validity and reliability of research instruments used in a study. The Cronbach’s alpha was used to 

measure internal consistency.   

3.9 Ethical Considerations 

This research strictly adhered to all research ethics, from participants consent seeking to the 

confidentiality of their response in this research. This research is strictly for academic purpose and 

was not shared with the study organization or any stakeholder related to it. All relevant sources for 

data, literature and evidence are duly referenced and no form of plagiarism was condoned. 
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CHAPTER FOUR (4) 

ANALYSIS, INTERPRETATION AND DISCUSSION OF FINDINGS 

A total of 30 participants took part in this study. Participants were selected using both purposive non-

random sampling and purposive random sampling techniques.  Sample of selected superiors (10) and 

subordinates (20) were purposively selected. 10 males and 10 females subordinates were randomly 

selected to serve as the respondents of the TEIQue 360-Short Form and CQS observer report of 

subordinates.  

Out of the 10 selected superiors, 5 Deans of various faculties were selected out of which 1 was a 

female, 2 directors, 3 Head of Departments (HODs). The 10 superiors and 20 subordinates were 

administered “The Culture and Emotion Nexus Questionnaire (A Questionnaire developed  for the 

sole purpose of asserting the relationship between culture and emotions and employee job satisfaction 

and performance). TEIQue/360 Short Form has a total of 30 emotional intelligence scale questions, 

The Cultural Intelligence Scale (CQS)/ observer report has a total of 20 questions and The CENQ 

form has a total of 20 questions. Like the TEIQue and CQS scales the CENQ was also developed 

with  Likert-scale responses. Data collection took a total of 30 days afterwards, the data were collated 

and digitize using the IBM SPSS v.28 statistical software for analysis.  

A prelude assessment of the IBM SPSS software was conducted using demo responses to each 

variable of the TEIQue SF & 360 SF, CQS, CENQ, this was done to expose and correct possible 

errors which may impede the psychometric integrity of the collected data.  

4.0 Demographic Data Of respondents 

Table 1.0: Gender Distribution of Respondents 

Gender Frequency Total (%) 

Male 19 63.33 

Female 11 36.67 

Total 30 100.00 

Source: Field Survey, September 2023 

Figure 1.0: Pie chart of respondents gender 

 

 

 

 

 

 

 

 

Source: Field Survey, September, 2023 
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Table 1.0 and figure 1.0 shows gender distribution of selected respondents. Out of the total of 30 

respondents, 19 of them were males representing 63.33% and 11 females representing 36.67%. 

Table 1.1: Age Distribution of Respondents  

Age Range Frequency Total (%) 

19-20 0 0.00 

21-30 11 36.67 

31-40 10 33.33 

41-50 9 30.00 

51-60 0 0.00 

Total 30 100.00 

Source: Field Survey, September 2023 

The above table reveals that out of the 30 respondents who participated in this study, 11, 10 and 9 

respondents were within the age range of 21-30, 31-40 and 41-50 years respectively with age range 

between 19-20 and 51-60 having zero score. Overall the mean age of the respondent’s is 36.5. This 

shows that selected respondents were all adults with apparent cognitive abilities that comes with 

adulthood and capable of making decision and guiding their behaviors. 

Table 1.2 Educational Level of Respondents 

Gender Frequency Total (%) 

HND 0 0.00 

1st Degree 6 20.00 

Masters 16 53.33 

PhD 8 26.67 

Total 30 100.00 

  

Source: Field Survey, September 2023 

From the above table, respondents who had their 1st degree were 6 making 20%, master degree 

were 16 representing 53.33% and PhD holders were 8 representing 26.67% of which two (2) were 

Associate Professor.  
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Table 1.3: Cross-tabulation of Positions, Educational and Age of Respondents (Superiors) 

 

 

 

 

 

 

 

 

 

 

 

 

Source: Field Survey, 2023 

From the above table it can be deduce that out of the ten (10) superiors randomly selected from 

the faculties and administrative offices of the Tamale Technical University was composed of 9 males 

and 1 female of which 5 were Deans of faculties, 3 were Head of Departments (HoDs) and 2 of them 

were heads of two directorates of the university.  Two  respondents were within the ages of 31-40 and 

8 of them were within the age of 41-50 years. 

4.1 Reliability and Validity Statistics results 

The reliability of the various Questionnaires used are shown in table 1.4 below. The Cronbach Alpha 

was used to test for internal consistency of the questionnaire which is stated in table 1.4 below. 

Table 1.4: CENQ, TEIQue SF and TEIQue 360 SF, CQS/CQS Observer Report reliability 
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Reliability statistics presented above shows a pattern of scores for each questionnaire. The Culture 

and Emotional Nexus Questionnaire (CENQ) was administered to selected Superior and Subordinate 

as showed in the table above. Both CENQ for superior and subordinates had reliability score of 0.434 

and 0.545 respectively, however the elimination of certain variables within the questionnaire improve 

the scores to about 0.7. The Global reliability score for TEIQue-SF(Superior), TEIQue-SF 

(Subordinate) and TEIQue 360 SF was 0.876, 0.876 and 0.806 respectively. Global CQ Reliability 

score of CQS (Superior) and CQS (Subordinate)  and CQS Observer Report was 0.909, 0.914 and 

0.960 respectively. Despite the high reliability of the global scores of the CQ and EI some factor 

scores had relatively low scores. But overall, despite the low sample of respondents used the CENQ, 

TEIQue and CQS attained reasonable reliability score indicating relatively high internal consistency 

of the study. 

4.1 TEIQue SF Analysis and Discussion 

The TEIQue SF was administered to 10 Senior Member position holders and 20 subordinates of the 

Tamale Technical University. They were purposively selected because of their position and the number 

of subordinates that works under them. Emotional Intelligence is a great leadership quality as 

established in the preceding chapters of this research hence, TEIQue SF was used to measure the 

degree of EI of both superior and subordinates, TEIQue SF-360 was administered to 20 subordinates 

to confirm the EI of their superiors.   

Scores of the TEIQue ranges from 1(Completely Disagree) to 7(Completely Agree), with a highest 

total global EI trait mean score of 210/30 = 7.00 and a lowest of 30/30 = 1.00. All variables of the 

TEIQue requiring reverse scoring were reversed scored for each respondent where applicable using 

the SPSS statistical software.  Table 1.5a and 1.5b below shows the values of scoring for TEIQUE SF 

for three (3) superiors out of the 10 selected respondents to show the change in scores which was duly 
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executed in same fashion for the TEIQue 360-SF. Reverse scoring TEIQue questions are (TEIQue 

2, 4, 5, 7, 8, 10, 12, 13, 14 16, 18, 22, 25, 26 and 28). 

Table 1.5a: Answers to the TEIQue-SF (From 3 Superior perspectives) before reverse scoring 
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Table 1.5b: Answers to the TEIQue-SF (From 3 Superior perspectives) after reverse scoring 
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From table 1.5a and 1.5b the values of TEIQue-SF scores of 3 superiors is presented to show how 

the scores of TEIQue-SF transforms after they are “reversed scored”. 

4.3 Factor Scores: 

Analyzing Scores of TEIQue is divided into the four facets of Emotional Intelligence, that is 

Wellbeing, Self-Control, Emotionality, Sociality and overall total the Global Trait Score.  

Wellbeing: This measures respondent’s general emotional well-being. The emotional wellbeing is 

how an individual is able to experience positive emotions and manage varied negative emotions 

efficiently and effectively.  This is measured by the mean mark of TEIQue (5, 9, 12, 20, 24 and 27) 

scores. 

Self-Control: Is how respondent is able to manage their own behavior and emotions when they find 

themselves in an emotionally charged circumstances. Self-control simply sought to measure how well 

respondents were able to control impulses, remain calm and resist temptations and well composed 

even in the most delicate situations. Self-control is measured by averaging the scores of TEIQue (4, 

7, 15, 19, 22 and 30).  

Emotionality: This measures how well respondent’s know and understand their own emotions. How 

well are respondents aware of their emotional state and how well can identify and express they feelings 

accurately.  The mean mark of TEIQue (1, 2, 8, 13, 16, 17, 23 and 28) measures respondent’s 

emotionality.  

Sociability: This measures respondents ability to be able to detect, recognize and understand the 

emotions of others and effectively interact in different social situations. How well can a respondent 

empathize with other people around them, encourage their emotional state and build good rapport 

with them.  This is measured by the mean mark obtained from TEIQue (6, 10, 11, 21, 25 and 26). 
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Global-Trait Score: this is the mean mark obtained when the four mean mark of each EI trait factor 

is summed up or the mean of 30 responses. That is TEIQue ( 1, 2, 3, 4, 5, 6, 7, 8, 9, 10, 11, 12, 13, 14, 

15, 16, 17, 18, 19, 20, 21, 22, 23, 24, 25, 26, 27, 28, 29, and 30).  

Note: The highest total score a respondent can attain for either the four EI trait factors or global trait score is 7.00, 

Average score is 4.50 and lowest score is 1.00. 

Table 1.6a: Cross-tabulation of Factor scores and Global Trait Scores (Superiors) 

 

 

 

 

 

 

 

 

 

 

Source: Field Survey, August, 2023. 

Figure 1.1: TEIQue SF Global Trait score of superiors. 
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Table 1.6a shows the EI scores attained by the selected superiors which is graphically presented in 

figure 1.1. The diagram and table above presents the global trait scores of the 10 senior member 

positions holders selected for this study. S8 scored the highest with 6.27 while S2 scored 3.23 the least 

among the respondents. With a mean Global EI Score of 4.00. From the table factor scores depicts 

average to high degree of the four emotional intelligence traits of the selected superiors.   

Table 1.6b: Factor scores and Global Scores (360 scores by Gender) 

 

 

 

 

 

 

 

 

 

 

 

 

Source: Field Survey, 2023 

The table above shows the factor scores as well as the Global trait scores for the TEIQue360 that 

was administered to selected subordinates to rate their superior’s EI degree. With a minimum service 

period of 12 months and maximum of more than 8 years, subordinates were deemed more than 

average very familiar with their superiors and capable of making correct judgment about their 

emotional behaviors. Using the Global Trait Scores of the TEIQue 360 SF, from the above table the 

minimum score offered by the male and female gender was 1.63 as against 2.90 and the maximum was 

4.03 and 4.20 respectively. The findings suggest that, selected superiors 360 scores weren’t gender 

biased as their 360 EI rating by their subordinates by gender were relatively same.  
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Figure 1.2: TEIQue 360 Global Trait score by Gender. 

 

The graph shows the pattern of responses using the Global-Trait Score of TEIQue 360 SF which 

was ministered to the subordinates. It shows how subordinates rated the overall emotional trait of 

their superiors. Comparing this diagram to the diagram of the TEIQue self-report questionnaire 

administered to Senior Members, S8 scores 4.2 from the female subordinate and 2.13 from the male 

subordinate as against the self-score of 6.27.  Comparing data from the above figure there is an average 

higher rating from the female subordinates of their superior than their male counterparts apart from 

S1, S3 and S4. This shows female subordinates rated the selected superiors a little higher than the male 

subordinates, though overall in the university this might not be the case in totality.   

Table 1.7 Subordinate TEIQue Scores 
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The table above presents the factor scores as well as the global scores attained by subordinate. 

20 subordinate respondent in total, 10 for each gender. From the table the highest factor scores 

attained by subordinate respondents by gender was (Wellbeing-Male: 5.14, Female: 3.33; Self-Control-

Male: 4.67, Female: 4.00; Emotionality-Male: 3.50, Female: 3.13; Sociability-Male: 3.50, Female: 3.83;  

Global-Trait Score- Male: 3.30, Female: 3.33) and the lowest scores attained by respondent by gender 

was (Wellbeing-Male: 1.00, Female: 1.00; Self-Control-Male: 1.67, Female: 1.33; Emotionality-Male: 1.75, 

Female: 1.38; Sociability-Male: 1.67, Female: 1.00;  Global-Trait Score- Male: 1.73, Female: 1.20).  The 

data above indicates relatively high gap by gender in terms of the factor and  global scores of selected 

subordinates. This findings might not necessarily be the same when the entire university is studied. 

Figure 1.3: TEIQue SF Global Trait score of subordinate respondents. 

 
Source: Fieldworks, August, 2023 
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Note: ST1 to ST10  are male subordinate respondents and ST11 to ST 20 are female subordinate respondents.  

From the above diagram which shows only the Global Trait Score by gender of respondents, the 

highest Global Trait score is 3.77  (ST3) and 3.33 by (ST20) in the same instance the lowest scores are 

1.73 by (ST2) and (1.20) by ST18. This suggest the EI level of subordinate participants is relatively 

high among the male gender than their female counterparts. With a mean Global EI score of 2.4. 

When the mean Global EI score of selected superiors (4.0) and subordinates(2.4) is compared, it 

indicates superiors have much EI than subordinates but with the low sample, this findings can’t be 

generalize for the entire university, however its most likely to be same. 

4.4 Factor Scores Cultural Quotient Scale (CQS and CQS Observer Report) 

This sections presents a descriptive statistic of the CQS cultural Intelligence Scale and its observer 

report. The Cultural Intelligence Scale (CQS) and CQS observer report was administered exactly as 

the TEIQue and TEIQue 360  administered. 20 Subordinate respondents were administered both 

CQS and CQS Observer Report to self-report about their own Cultural Intelligence (CI) level as well 

as report about their perception of their superior CI level. Superior respondents were 10 in number 

and administered only CQS to self-report about their CI levels.  

Scores of the CQS and CQS Observer report ranges from 1(Very Strongly Disagree) to 7 (Very 

Strongly Agree), with a highest total global CQS mean score of 140/20 = 7.00 and a lowest of 20/20 

= 1.00.  unlike the TEIQue CQS does not require reverse scoring.  

4.5 CQS Factor Scores: 

The 20 item Cultural Intelligence Scale administered to respondents were analyzed based on the four-

factor phases of CQS. The CQ factors are Metacognitive CQ, Cognitive CQ, Motivational CQ and 

Behavioral CQ and then the overall CQ Global Score. 

Metacognitive CQ (CQ Strategy): This measures respondents ability to strategize and interact 

effectively in cultural diverse situations. This is measured using (CQS 1, 2, 3 and 4)/4.  

Cognitive CQ (CQ Knowledge): This examines the extent to which respondents know the different 

values, beliefs, informs customs and values of diverse cultures they normally interact in their daily 

activities. This factor is measured by (CQ 5, 6, 7, 8, 9 and 10)6. 

Motivational CQ (CQ Drive): To what extent do is respondents willing to learn and connect with 

people from different cultures. The questions posed to respondents under tis factors sought to explore 

whether the respondents has genuine curiosity as well as enthusiastic and open minded to cross-

cultural interactions. (CQ 11, 12, 13, 14, 15)/5 is what is used to measures respondents motivational 

CQ. 

Behavioral CQ (CQ Action): It measures the extent to which respondents are able to modify their 

behaviours, actions and communications styles to engage with diverse cultures effectively. This factor 

is used to measure respondent ability to put their CQ Knowledge and CQ Motivation to effectively 

and efficiently function in a cross-cultural interaction. This CQ factor is measured using (CQ 16, 17, 

18, 19 and 20)/5.  

Global CQ Score: This measures the overall cultural Intelligence (CI) of respondents. It is measured 

by ( 1, 2, 3, 4, 5, 6, 7, 8, 9, 10, 11, 12, 13, 14, 15, 16, 17, 18, 19 and 20)/20. 
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Table 1.8a: CQS Factor scores and CQS Global Scores (Superiors) 

 

 

 

 

 

 

 

 

 

 

 

Source: Field Survey, 2023 

Figure 1.4: CQS Global CQ score of Superiors. 

 

The table above and graph presents the factor and Global score of CQS administered to senior 

member position holder of the study organization. The highest score for each factor was; 

Metacognitive CQ (CQ Strategy)-3.00, Cognitive CQ (CQ Knowledge)-5.50, Motivational CQ (CQ 

Drive)-4.40 and Behavioural CQ (CQ Action)-5.20 and Global CQ-4.00. Also the lowest score for 

each  factor was 1.00, 1.17, 1.40, 1.80 and 1.40 for CQ strategy, CQ Knowledge, CQ Drive, CQ Action 

and Global CQ respectively.  In comparison to Table 1.6a which depict senior member EI Fscores, it 

shows a relative high EI score of selected Senior Member respondents as compared to their CI scores.  
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This again, can’t be generalized for the entire university as an in-depth studies with greater samples 

could show different results. From the above graph, respondent (S3) scored the highest Global CQ 

Score of 4.00, followed by S7 and S9 with Global CQ score of 3.7 and 3.55 with the lowest score of 

1.4 by S2.  With a mean Global CQS score of 2.6. 

Table 1.8b: Factor scores and Global Scores (CQS Observer Report) 

 

 

 

 

 

 

 

 

 

 

 

 Figure 1.5: CQS Global score by Gender. 
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The above table and graph captures the CQS Observer report by gender that was administered to 

subordinate respondents to rate the CI of their respective superiors. The highest global score that was 

recorded by gender (Male-5.85-S10) and (Female-6.35-S4) and the least offered by each gender was 

(Male-1.60-S10 and Female-1.50-S7). From the above table it reveals that the highest score offered 

was that of the Female subordinates for S4 at 6.35 who also scored 3.40 by the male subordinate.  The 

graph shows the pattern of responses using only the Global CQ Score of selected subordinates. It 

shows how subordinate respondents rated the overall CI of their superiors. Comparing this diagram 

to the diagram of the CQS self-report questionnaire administered to Senior Members, S3 scores 4.0 

followed by S9 with 3.70 as against the response of the CQS Observer Report from their subordinates 

with S3 scoring (M-2.95 and F-2.15) and S9 (M-3.05 and F-3.95). However overall from the graph, 

there is a slight high rating from female gender of their superior cultural intelligence levels than their 

male counterparts. This findings due to very low samples can’t readily be generalized for the entire 

university as total study might reveal different results.  

Table 1.9 Subordinate CSQ Self-report Scores 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Source: Field survey, 2023 
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Figure 1.6: Global CQS score of subordinate respondents. 

 

Source: Fieldworks, August, 2023 

Note: ST1 to ST10  are male subordinate respondents and ST11 to ST 20 are female subordinate respondents.  

The table above presents the factor and global CQS scores attained by subordinates. There were 

20 subordinate respondent in total, 10 for each gender. From the table the highest factor scores 

attained by subordinate respondents by gender was (Metacognitive-Male: 6.25, Female: 6.50; Cognitive-

Male: 5.00, Female: 6.50; Motivation-Male: 5.20, Female: 5.00; Behaviourial-Male: 3.60, Female: 7.00;  

Global-CQ Score- Male: 4.05, Female: 5.45) and the lowest scores attained by respondent by gender was 

(Metacognitive-Male: 1.00, Female: 1.00; Cognitive-Male: 1.00, Female: 2.17; Motivation-Male: 1.20, Female: 

1.20; Behaviourial-Male: 1.40, Female: 1.40;  Global-CQ Score- Male: 1.35, Female: 1.80).  From the above 

diagram which shows only Global Trait Score of subordinate respondents. the highest Global CQ 

score is 5.45  (ST11) and the lowest score is 1.35 by ST1.  

However when this diagram 1.5 is compared to diagram 1.4 which highlights the superiors Global 

CQ scores, there is a relative gap between Cultural intelligence of subordinate to that of their superiors, 

i.e. averagely subordinates shows a higher degree of CI than their superiors. With a Mean Global CQS 

of 2.9 against superior mean Global CQS of 2.6, however the flaw of this findings is that, it can’t be 

generalized to entire university due to low samples. 

4.5 Proving or Disproving the hypothesis 

This dissertation put forward a number of hypothesis and at this juncture, the study sought to use 

both regression and bivariate correlation to determine whether the null hypothesis or the research 

hypothesis can be substantiated. To prove or disprove these hypothesis both regression and bivariate 

correlation was used to determine the chi-square significant value (p) between CI and EI of both 

superiors and subordinates. Correlation significance value (p) > 0.05 to 1.00 disproves the Null 

Hypothesis (NH) while < 0.05 confirms the Null hypothesis over the Research hypothesis.  
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a. NH1: CI has no relationship with an individual’s EI and vice versa. 

RH1: CI has some relationship with an individual’s EI and vice versa. 

Table 2.0: Bivariate Correlation of Emotional Intelligence (EI) and Cultural Intelligence (CI) 

 

 

 

 

 

 

 

As part of the hypothesis proposed in this study, the null hypothesis was that there is no correlation 

between emotional and cultural intelligence, but the bivariate analysis presented in the table above  

shows some positive relationship between CI and EI with Pearson Correlation Coefficients of 0.149 

despite the low sample used. Hence the alternate hypothesis is accepted and the null hypothesis is 

rejected. 

b.  NH2: EI and CI has no correlation with employee Job Satisfaction/Performance. 

RH2: EI and CI has correlation with employee Job satisfaction/Performance. 

Table 2.1: Bivariate Correlation of EI, CI and Employee Job Satisfaction/Performance 
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The table above presents the Pearson correlation between Cultural Intelligence (CI),  Emotional 

Intelligence (EI) and Employee Job Satisfaction/performance of  the 30 participant employees. From 

the table the Pearson Correlation Coefficient for  Job Satisfaction-Job Performance, Job satisfaction-

Global Trait EI, Job Satisfaction-Global CQS, Job Performance-Global Trait EI and Job 

Performance-Global CQS was at 0.687, 0.662, 0.059, 0.696 and 0.224 respectively. In The same 

instance Job performance, Global Trait and Global CQS has the Pearson correlation coefficient of 

0.646 and 0.335 respectively. Hence, the Null hypothesis is disproved and the Research hypothesis is 

accepted. Overall, the table shows that there is a relationship between Job Performance, Job 

Satisfaction and CI/EI, which disproves the Null hypothesis in favour of the research hypothesis. But 

there is a possibility of an alternate findings when the entire university is studied. 

4.6 Regression for TEIQue and CQS against Job Satisfaction and Performance. 

The study explored the impact of EI/CI on Employee Job Satisfaction/Performance using regression 

analysis.  The regression model was used to determine the predictability of EI and CI (independent 

variables) on Employees Performance/Satisfaction (dependent variables) and A Two-Way 

Analysis of Variance (Two-Way ANOVA) to determine data dispersion and variation of data. To 

determine if Predictor variables are actually affecting Dependent Variables, a linear regression model 

must exhibit normality and linearity whereby an increase or change in the independents variable 

significantly affects the dependent variable, findings of these analysis are presented below using a 

Regression model, a Two-Way ANOVA, a Histogram to show curve of error in distribution and A 

scatter plot to show linearity. To do this, the hypothesis below was proposed; 

c. NH3: EI and CI has no impact on employee Job Satisfaction/Performance. 

d. RH3: EI and CI has impact on employee Job satisfaction/Performance. 

Table 2.2: Linear regression of Job Satisfaction against Emotional Intelligence (EI)/Cultural 

Intelligence (CI) for superior respondents  

 



34 

The tables above presents a regression model summary including a Two Way ANOVA of 

Independent predictors (CI/EI) on dependent variable (Job Satisfaction). From the summary table 

the R-Squared recorded is 0.44, which means 44% of the variability in the dependent variable, job 

satisfaction can be accorded to the independent variables EI and CI. The F-value for the regression 

component is 10.614, which suggest that 10.6% of respondent employees job satisfaction can be 

attributed to their emotional and cultural intelligence with a corresponding significance level (p-value) 

of 0.000.  This suggests that there is statistically significant relationship between the predictors 

(independent variables- Global CQS/Global EI Trait) and the dependent variable (Job Satisfaction). 

The F-value indicates the overall significance of the regression model, which suggests that predictors 

(EI and CI) do have some significant impact on the dependent variable (Employees Job Satisfaction)., 

While the p-value represents the probability of obtaining such results by chance. The p-value recorded 

is less than the conventional significance level of 0.05, which suggest that the model finding are not 

by mere chance. 

Figure 1.7: Histogram of Regression Standardized Residual for X1(Job Satisfaction) 

 

 

 

 

 

 

 

 

 

 

 

 

To determine normality of error distribution, the histogram was generated using data residuals with 

Dependent Variable X1 (Job Satisfaction). With a mean distribution of 8.67, a marginal error of -17 

and standard deviation of 0.965. The distribution shows the shape of a bell curve which suggest that 

error in the regression model is relatively average unlike when the histogram shows a skewed curve 

indicating a large degree of error.   
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Figure 1.8: Scatter Plot of Unstandardized Predicted Value (EI/CI) and X1(Job Satisfaction) 

 

 

 

 

 

 

 

 

 

 

 

 

The scatter plot above, presents a pictorial evidence of the linearity level. From the diagram apart 

from a few respondents the rest of the respondent’s job satisfaction level moves in unison with 

increasing CI and EI with respondents having a job satisfaction level of 7 with more than 4.30 CI and 

EI level. However employees whose job satisfaction did not increase with increasing CI and EI levels 

may be attributed to other predictors not captured in our model. Overall, despite the low sample, the 

diagram suggest some average linearity between the predictors and the dependent variable.   

Similarly; this findings can’t be generalized for the entire university unless adequate sample is used 

for the study though similar findings is very likely. 

Table 2.3: Linear regression of Job Performance and Emotional Intelligence (EI)/Cultural 

Intelligence (CI) . 
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The regression model above presents both a model summary and a Two Way ANOVA of 

employee job performance (dependent variables) and CI/EI as predictors (independent variables). 

The R-square and F-value for the regression component of participants employees is 0.500 and 13.477 

respectively with corresponding significance levels (p-value) of 0.000. From the above statistics, the r-

squared indicates that the regression model for the independent predictors explains about 50% of the 

variation in the dependent variable (job performance). The F-value for the regression component 

suggest that 13.5% of respondent employees job performance can be attributed to their EI and CI 

levels. With a p-values less than the conventional significance level of 0.05 suggest that the model 

findings is not by chance and the predictors (EI and CI) can be considered as having some impact on 

the dependent variable (Job Satisfaction) of TaTU employees.  

The sum of square and mean of squares in the Two-Way ANOVA also indicates how spread out 

our data as well as the variation in their distribution. From the table Sum of Square and Mean of 

Square in table 2.2 is 31.163 and 15.582 respectively, while in table 2.3 they are 32.705 and 16.353 

respectively. Hence, the Null hypothesis is disproved, as the regression suggest EI/CI do have impact 

on Employee Job Satisfaction/Performance.  

Figure 1.9: Histogram of Regression Standardized Residual for X2 (Job Performance) 

 

 

 

 

 

 

 

 

 

 

 

 

 

To determine normality of distribution of employees job satisfaction in lieu their CI and EI level, 

the histogram above which shows a normal distribution, with a mean distribution of 2.08, with a 

marginal error of -17 and a standard deviation of 0.965. from the diagram the distribution shows the 

shape of a bell curve hence data residuals was normally distributed which suggest the error in the 

regression model is relatively low. 
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Figure 2.0: Scatter Plot of Unstandardized Predicted Value (EI/CI) and X2(Job Performance) 

 

 

 

 

 

 

 

 

 

 

 

 

The scatter plot above indicates a linearity with r-squared of 0.44, which shows that there is a 44% 

linearity of the Dependent Variable (Job satisfaction) on the two independent predictors (CI and EI). 

As indicated in the previous scatter plot, also here it can be deduced that apart from a few respondents 

the rest of the respondent’s job performance level moves in unison with increasing CI and EI with 

respondents having a job satisfaction level.  Again outliers can be as a result of other factors external 

to the variables used in our model for examining employees job performance such as income and 

allowances. Again, this findings pertains to faculties and department studied and can’t be generalized 

for the whole university unless adequate sample is used for the study though similar findings is very 

likely. 

4.8 Impediments of EI and CI development according to respondents 

As part of the study research questions, it sought to find out what could be the possible barriers to CI 
and EI development among employees of the study institution, Tamale Technical University. 6 
respondents were selected randomly and interviewed and they proposed the following reasons; 

Respondent One (1): 

“The University never address the need of CI and EI during our orientation as workers nor even organize 

workshops to train us in developing our CI and EI”. 

Respondent Two (2) 

“Some of the Employees by nature easily get angry and also feel like their tribes are better than other 

employees because it is their region and they are the majority”.  
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Respondent Three (3) 

“In this university some people especially the top position holders feel they are above everyone else and look 

down upon us and they don’t tolerate other people views especially if it goes against their ethnic believes”. 

Respondent Four (4) 

“Most of my colleagues lack empathy, they don’t assume on themselves the problems of others and people 

also lack the motivation and zeal to associate and learn about other colleagues culture, so they don’t learn 

about cultural values of other colleagues”.  

Respondent Five (5) 

“Some colleagues only care about their own feelings and interest, they feel their feelings matter than others 

and therefore do not pay attention to the emotions of others and also some of colleagues do not trust or want 

to associate with other cultures because they either grew up with bad information about such ethnic group 

or misinformed about them”.  

Respondent Six (6) 

“Most colleagues can’t exercise patient and too quick to draw conclusions with taking time to understand 

the feelings of others and people also hold some biased ideas and perceptions about some tribes in the 

university”.  

The above responses reveals the opinions of what some of the respondents holds as to why most 
colleagues are not able to develop their CI and EI and this opinions is also in line with the findings of 
(Agala A.L 2020) about the various triggers of organizational conflicts in the Tamale Technical 
University. This does not only cause tension, but employees who felt abused due their differences can 
be emotionally disturbed and lose satisfaction for their jobs and may perform poorly which affects 
overall organizational productivity. 

 

 

 

2 

 

 

 

 

                                                           
2 Note: Experts of emotional and cultural intelligence are of the contention that attaining even the lowest score 

be it in any of the four factors or global trait score doesn’t mean the respondent lack EI or CI but they are 

limited by external and internal factors within their environment, or historical circumstances especially during 

their infancy and upbringing which prevents them from fully exploring their EI and CI abilities.  
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CHAPTER FIVE (5) 

SUMMARY OF FINDINGS, CONLCUSION AND RECOMMENDATIONS 

5.0 SUMMARY OF FINDINGS 

The study focus was to established how EI & CI influence employees Job Satisfaction and 

Performance in ‘multitrait organizations’ as well as determine any existing relationship between EI 

and CI and if so what effects or impact do they have on employees job satisfaction and performance.  

The study was conducted at the Tamale Technical University selected as the case of study. Qualitative 

and Quantitative research design was used. A total of 30 respondents were selected using purposive 

sampling technique, which according to scholars like (Sproul N.L 1995) yield better representativeness 

of study population. Out of the 30 selected (11) 37% were females and (19) 63% were males of which 

4 were Deans of faculties, 4 HODS, 4 Directors and 20 Administrative assistants working in various 

departments and faculties. The Trait Emotional Intelligence Questionnaire Short Form (TEIQue 

SF/360-SF) and Cultural Intelligence Scale (CQS)/CQS Observer report was the ideal EI and CI 

measuring scale used to gather participants EI and CI levels and the Culture and Emotional Nexus 

Questionnaire was developed to ascertain the relationship between EI/CI and Employee Job 

Satisfaction & /Performance at the Tamale Technical University.  

A bivariate correlation analysis of the various questionnaires releveled relatively average to higher 

significance which is duly captured in the appendix 1, 2, and 3. Though the sample were small, 

Reliability was high, with Cronbach alpha ranging from 0.60 to 0.95 for TEIQue and CQS. However 

some variables like (CENQ) had low and average correlation and reliability scores which however 

doesn’t distort the validity and reliability of the overall research in a significant level.  

Results obtained from the study findings suggests that, there is some correlation between EI and 

CI and both CI and CI have fair influence on employee job satisfaction and job performance as 

indicated in the regression model, table 2.2 and 2.3 and its scatter plots. 

Secondly the study also sought to  determine the EI & CI levels between senior member position 

holders (ST) and subordinates (S) in the university. Data findings, though from a very low sample 

suggests that Senior member position holders of the university possesses relatively high emotional 

intelligence but not cultural intelligence than their subordinates as captured in figure 1.1, 1.3, 1.4 and 

1.5.  

Also, three null hypothesis were formulated. the first proclaimed that’s there is no relationship 

between EI and CI. The second and third hypothesis argued that EI and CI have no relation/impact 

to employee job satisfaction & performance respectively. Findings from data analysis, though from a 

very low sample size also seems to suggest that there is significant correlation between EI and CI 

hence disproving the Null hypothesis in favor of the Research hypothesis.  

A bivariate correlation was executed for Job Satisfaction and performance against EI and CI for 

both Subordinate (ST) and Superiors (S). Results also suggest a positive correlations among them as 

captured in table 1.5.   

Also to ascertain EI and CI as predictors of Employee Job Satisfaction and performance a 

linear regression was carried out and using a  regression Model and a Two Way ANOVA, results 
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suggest that EI and CI can be positive predictors of employee Job performance and Satisfaction as 

captured in table 2.2 and 2.3.  

Finally, obstacles that’s curtails development of employees cultural intelligence and emotional 

intelligence was another question raised in this study. 6 respondents were briefly interviewed about 

their opinions on what are the likely barriers to their EI and CI development, and they gave a wide 

range of responses ranging from personal and cultural biases, ethnocentrism lack of empathy  to name 

but a few (see ch.4, p.67). Participants also made comments about the intentional discrimination and 

biases that occurs frequently. One of the employees said  

“For more than a year, I haven’t received my salary and allowance because someone intentionally didn’t forward 

my documents for verification at the Controller and Accountant General Department”. Another Employee 

said “If you are not of the dominant tribe, your request maybe delayed or not given any attention at all and 

your concerns and worries may not be addressed”. 

It noteworthy to state that; the findings from this study is from the sample of 30 respondents; and 

the findings cannot in totality be generalized for the whole university unless much greater sample is 

used, but this does not also distort the fact of the findings as participants were carefully selected in 

order of their position and years of service in the university and their responses shows that there is 

indeed some challenges that comes with emotional and cultural biases which can be attributed to issues 

of EI and CI which goes a long way to affect employees Job satisfaction and performance levels in 

TaTU.  

Also; the findings in this study is similar to the findings of research conducted by other researchers 

in similar field and topic with very high sample sizes which gives some degree of credit to the findings 

of this study.  

5.1 CONLCUSION 

CI and EI are two important factors that can impact employee job satisfaction and job 

performance. EI refers to an individual ability to understand and manage his/her own emotions as 

well as manage the emotions of others, while CI  on the other hand refers to the ability of an individual  

to recognize and adapt to different cultural contexts. It entails also having the zeal and curiosity to 

interact with new and unfamiliar cultures. Numerous researchers have conducted studies and found 

positive relationship between EI and employee job satisfaction/performance. A study by (Wong C.S 

& Law  K.S, 2002) revealed that, “employees with higher rate of EI had better job performance and 

satisfaction” than those who had very low EI rates. Similarly, a study conducted by (Jordan P.J and 

Troth A.C 2004) found that EI has a positive correlation to “job satisfaction/performance and 

organizational commitment”.  In the same light, like EI and Employees Job Satisfaction/Performance 

several researchers have conducted studies on EI and its positive relation to employees job 

satisfaction/performance. A study by (Earley P.C and Ang S. 2003) revealed a positive correlation 

between CI and employees job satisfaction & performance in multicultural organizations. Similarly it 

was revealed in a study by (Thomas D. C. and Inkson K 2004) that, employee Job Satisfaction and 

Performance in “multitrait” organization are highly influenced by CI.  Moreover, diverse scholars have 

suggested that EI and CI are complementary skills that have the potentials to enhance job 

satisfaction/performance at work. For example, when (Ang S. and Van Dyne L. 2008) conducted a 
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study in 2008, they found that employees with high rate of EI and CI had relatively high levels of Job 

Satisfaction/performance than those with low levels of CI and EI.  

This research in Tamale Technical University also suggest that there is some correlation and impact 

of EI and CI on employee Job Satisfaction/Performance in higher institutions of learning 

encompassing diverse individuals and employees.  Given the fact that EI and CI are relevant factors 

in employee job satisfaction and job performance, companies, institutions both private and public can 

strive to put in place the necessary facilities and trainings to promote the development of EI and CI 

skills among their employees. This can be done through various means such as coaching, mentoring, 

training programs and orientations. Additionally, companies may also consider the possibility of 

incorporating EI and CI skills in their hiring criteria and as part of their in-service training programme 

for potential new employees.  

However, is noteworthy to be aware that relationship between EI, CI, and job 

satisfaction/performance may vary significantly across diverse cultural contexts. For example, it was 

discovered in a study conducted by (Gohm C.L & Clore G.L 2002) that the relationship between EI 

and job satisfaction was way stronger in individualistic cultures than it is in collectivistic cultures.  In 

conclusion, the Intelligence Quotient (IQ) though a relevant factor in the measurement of human 

competence, the EI and CI are social factors that may have more impact employee job satisfaction 

and job performance. Companies, institutions, NGOs can consider promoting the development of 

these skills among their personnel.  

5.2 RECOMMENDATIONS 

Though the study was conducted with very low samples due to some limitation, it has highlighted that, 

EI and CI have some impact on employees job satisfaction and performance, in this regards the 

following are some recommendations proposed; 

i. CI and EI may be considered a factor in the hiring criteria at the TaTU and other 

institutions, via brief EI and CI tests.  

ii. TaTU and other organization may also consider organizing EI and CI training workshops 

as part of employee orientation and employee in-service training tools. 

iii. Erasmus-ISS may also consider the possibility of in putting place coaching and training 

activities on EI and CI taking into considerations how diverse and multicultural the 

institution is in terms of the variety of nationals it brings together both students and 

personnel. This can further increase diversity management and improve cross-cultural 

interactions. 

5.3 SUGGESTIONS FOR FUTURE RESEARCH 

The following suggestion should be considered in future researches; 

i. It is important for future research to explore the relationship between CI EI, and other 

organizational outcomes in different cultural contexts.  

ii. Additionally, the impact of cultural intelligence training in diverse work environments 

should be further explored.   

 



42 

Word Count: 

Abstract, Chapter 1-5 : 14,667. 

Overall Word Count: 18,372. 

 

 

3       

  

                                                           
3 Note: Findings from this research suggest that having high EI and CI doesn’t necessarily guarantee an 
employee  job satisfaction/performance, as there are other predictors that contributes to employee job 
satisfaction and performance which is not enlisted in our variable choice, hence the reason as to why despite 
some employees having high EI and CI levels they show low job satisfaction and performance levels as shown 
in the scatter plot.  

 



43 

REFERENCES 

Acheampong A. et al  (2023) Assessing the influence of emotional intelligence (EI) on project  

performance in developing countries: the case of Ghana, International Journal of Construction 
Management, 23:7, 1163-1173, DOI: 10.1080/15623599.2021.1958279 

Adler, N. (2008), International Dimensions of Organizational Behaviour, 5th ed., Thomson South- 

Western, Mason, OH. 

Adebayo O. G. & Yampolskiy Roman (2022). Estimating Intelligence Quotient Using Stylometry and 
Machine Learning Techniques: A Review. Big Data Mining and Analytics, Vol 5, No 3. DOI: 
10.26599/BDMA.2022.9020002. 

Agana, A. L. (2020). Examining The Effects Of Organisational Conflict On Staff Performance In  

Tamale Technical University Of Northern Region Of Ghana. MPhil Dissertation Submitted to 
The University For Development Studies (UDS). http://hdl.handle.net/123456789/2792 

Agyei, Isaac T., & Mtembu, Vuyokazi. (2023). Cultural intelligence and interactional adjustment of 
Chinese expatriates in Ghana. Acta Commercii, 23(1), 1-8. https://dx.doi.org/10.4102/ac.v23i1.1124 

Ahmad, Shakeel & .K, Saidalavi. (2019). Cultural Intelligence and Leadership Effectiveness in Global  

Workplaces. International Journal on Leadership. 7. 1-7. 

Amin, M.E. (2005) Social Science Research: Conception, Methodology and Analysis. Makerere  

University Press, Kampala. 

Ana A. (2018) Cultural Intelligence: Key Benefits to Individuals, Teams and Organizations. American  

Journal of Economics and Business Administration. 10. 52-56. 10.3844/ajebasp.2018.52.56. 

Andrei, F., Siegling, A. B., Aloe, A. M., Baldaro, B., and Petrides, K. V. (2016). The incremental validity  

of the trait emotional intelligence questionnaire (TEIQue): a systematic review and meta-analysis. 
J. Personal. Assess. 98, 261–276. doi: 10.1080/00223891.2015.1084630 

Ang, S., Van Dyne, L., Koh, C. and Ng, K. Y. (2004) The measure of cultural intelligence. Academy  

of Management, New Orleans. 

Ang, S., Van Dyne, L. and Koh, C. (2006) Personality Correlates of the Four Factor Model of Cultural  

Intelligence, Group & Organization Management, 31 (1): 100- 123. 

Ang S, Van Dyne L, Koh C, Ng KY, Templer KJ, Tay C, and Chandrasekar NA (2007) Cultural  

intelligence: its measurement and effects on cultural judgment and decision making, cultural 
adaptation and task performance. Management and Organization Review 3: 335-371. 

Ang, S., & Van Dyne, L. (2008). Conceptualization of Cultural Intelligence: Definition,  

Distinctiveness, and Nomological Network. In S. Ang, & L. Van Dyne (Eds.), Handbook of 
Cultural Intelligence: Theory, Measurement, and Applications (pp. 3-15). Armonk, NY: M. E. 
Sharpe. 

Ang,  S. and  Van  Dyne,  L.  (2015).  Conceptualization  of Cultural  Intelligence:  Definition,   

Distinctiveness and  Nomological  Network.  In:  Handbook  of Cultural  intelligence:  Theory,  
Measurement  and Applications,  Ang,  S.  and  L.  Van  Dyne  (Eds.), Routledge,  New York,  
ISBN-13:  9780765622624, pp: 21-33. 

Angayarkanni, R., & Raja Shankar, M. A. (2016). Exploratory factor analysis on Schutte Self-Report  

Emotional Intelligence Scale (SSREI) with reference to mystery shoppers. International Journal 
of Engineering Sciences and Management, 6(4), 8-15. 

https://doi.org/10.1080/15623599.2021.1958279
https://dx.doi.org/10.4102/ac.v23i1.1124


44 

Argamon S., Koppel M., Pennebaker J. W., and Schler J., (2009) Automatically profiling the author of  

an anonymous text, Commun. ACM, vol. 52, no. 2, pp. 119–123. 

Arunachalam, T., & Palanichamy, Y. (2017). An investigation on the factor structure of Schutte Self- 

report Emotional Intelligence Test in Indian student sample. The International Journal of Indian 
Psychology, 4(2), 42-49 

Aydin, M. D., Leblebici, D. N., Arslan, M., & Oktem, M. K. (2005). The impact of IQ and EQ on  

pre-eminent achievement in organizations: implications for the hiring decisions of HRM 
specialists. The International Journal of Human Resource Management, 16(5), 701-709. 

Bartels, E (2021). Occupational Stress And Employee Performance: The Case Of Cape Coast  

Technical University. Afribary. Retrieved from https://afribary.com/works/occupational-stress-
and-employee-performance-the-case-of-cape-coast-technical-university. 

Barzykowski K, Majda A, Szkup M, Przyłęcki P (2019) The Polish version of the Cultural Intelligence  

Scale: Assessment of its reliability and validity among healthcare professionals and medical faculty 
students. PLOS ONE 14(11): e0225240. https://doi.org/10.1371/journal.pone.0225240 

Bradberry T. & Greaves J. (2009); Emotional Intelligence 2.0 San Diego, California TalentSmart  

publications.  

Brown, R. & Brooks, I. (2002). Emotion at work: identifying the emotional climate of night nursing.  

Journal of Management in Medicine, Vol. 16 No. 5, pp. 327-44. 

Bryman, A. (2008) Social research methods. 3rd Edition, Oxford University Press., New York. 

Bar-On, R., Brown, J. M., Kirkcaldy, B. D., & Thome, E. P. (2000). Emotional expression and  

implications for occupational stress; an application of the Emotional Quotient Inventory (EQ-i). 
Personality and individual differences, 28(6), 1107-1118. 

Black K, Hynd G. Epilepsy in the school aged child: Cognitive-behavioral characteristic and effect on  

Academic performance. Sch Psychol Q 1995;10:345-58.   

Butakor, PK, Guo, Q, Adebanji, AO (2021). Using structural equation modelling to examine the  

relationship between Ghanaian teachers' emotional intelligence, job satisfaction, professional 
identity, and work engagement. Psychol Schs. 58: 534–552. https://doi.org/10.1002/pits.22462. 

Carter P. (2008) Advanced IQ Test; The Toughest Practice Questions To Test Your Lateral Thinking,  

Problem Solving and Reasoning Skills. Kogan Page Limited, UK. ISBN:9780749452322. 

Cantor, N. & Kihlstrom, J. F. (1987). Personality and social intelligence. Englewood Cliffs, NJ:  

Prentice Hall. 

Caterina G., Diletta G., (2018). The Cultural Intelligence Scale (CQS): A Contribution to the Italian  

Validation. Frontiers in Psychology. Vol.9. DOI=10.3389/fpsyg.2018.01183. ISSN=1664-1078 
https://www.frontiersin.org/articles/10.3389/fpsyg.2018.01183 

Chaman R, Sarokhani D, Sarokhani M, Angha P, Sanagoo A, & Hasanpour A(2019). Estimation of  

mean intelligence quotient with wechsler scale in Iran: Systematic review and meta-analysis. Int J 
Prev Med 2019. 

Cooper, R., & Sawaf, A. (1997). Executive EQ: Emotional intelligence in leadership and organizations.  

New York: Grosset/Putnam. 

 

https://afribary.com/works/occupational-stress-and-employee-performance-the-case-of-cape-coast-technical-university
https://afribary.com/works/occupational-stress-and-employee-performance-the-case-of-cape-coast-technical-university
https://doi.org/10.1371/journal.pone.0225240
https://doi.org/10.1002/pits.22462


45 

Corder, G. W., & Foreman, D. I. (2009, p.2). Nonparametric statistics for non-statisticians: a step-by- 

step approach. New Jersey: Wiley & Sons. 

Creswell, J. W. (2014). Research Design: Qualitative, Quantitative and Mixed Methods Approaches  

(4th ed.). Thousand Oaks, CA: Sage. 

Damasio, A. R. (1999). The Feeling of What Happens: Body and Emotion in the Making of  

Consciousness. New York: Harvest edition. 

Diggins, C. (2004). Emotional intelligence: the key to effective performance and to staying ahead of  

the pack at times of organizational change. Human Resource Management International Digest, 
12 (1), 33-35. 

Dyne, V., et al (2012). Cultural intelligence: A review, reflections, and recommendations for future  

research. 

Earley, P. and Ang, S. (2003), Cultural Intelligence: Individual Interactions across Cultures, Stanford  

University Press, Palo Alto, CA. 

Fiori, M. (2009). A new look at emotional intelligence: A dual process framework. Personality and  

Social Psychology Review, 13, 21–44. 

Fiori, M., & Antonakis, J.;(2012). Selective attention to emotional stimuli: What IQ and openness do,  

and emotional intelligence does not. Intelligence, 40(3), 245–254. 

Fiori, Marina & Vesely Maillefer, Ashley. (2017). Emotional Intelligence as an Ability: Theory,  

Challenges, and New Directions. 10.1007/978-3-319-90633-1_17. 

Friedman, Thomas L. (2005). The World is Flat. The Globalized World in the Twenty-First Century,  

Penguin Books. 

Gohm, C. L., & Clore, G. L. (2002). Four latent traits of emotional experience and their involvement  

in well-being, coping, and attributional style. Cognition and Emotion, 16(4), 495–
518. https://doi.org/10.1080/02699930143000374. 

Goleman, D. (1995). Emotional Intelligence, Bantam Books, New York, NY 

Goleman, D. (1996). Emotional Intelligence: Why It Can Matter More Than IQ . New York, NY:  

Bantam Books. 

Gopalkrishnan, N. (2019). Cultural Competence and Beyond: Working Across Cultures in Culturally  

Dynamic Partnerships. The International Journal of Community and Social Development, 1(1), 
28–41. https://doi.org/10.1177/2516602619826712 

Gorji, M. and Ghareseflo H. (2018). The survey of relationship between cultural intelligence and  

emotional intelligence with employee’s performance. 2011 International Conference on E-
business, Management and Economics IPEDR Vol.25 © (2011) IACSIT Press, Singapore.  

Hartley, S.L. and MacLean, W.E. (2006) A review of the reliability and validity of Likert-type 

scales for people with intellectual 

Held D., McGrew A. (2007). Globalization/anti-globalization. Cambridge: Polity Press. 

Horn J, Cattell R. Refinement and test of the theory of fluid and crystallized intelligence. J Educ  

Psychol 1966;57:253-70.  Back to cited text no. 3 

Iacob, D., & Dumitrescu, V.M. (2012). Cultural Awareness, Sensitivity and Competence: Basic  

Requirements for Business Success In Nepal and South Africa. 

https://psycnet.apa.org/doi/10.1080/02699930143000374


46 

Imhahi H., (2015). Intelligence Quotient and its environmental Factors in children; Alakhawayn  

University, School of Science and engineering.  Student Thesis supervised by: Dr. Ilham Kissani 

Jakku, S.Y., Manja , E.K., & Ba –an, M.T. (2022). Work Place Factors Contributing To Stress Among  

University Teachers And Coping Strategies: A Study Of Tamale Technical University. International 
Journal of Rehabilitation and Special Education (IJRSE) , 3(1), 9–
23. https://doi.org/10.48165/ijrse.2023.3.1.2 

Issahaku A. & Joana A. & Banayem R. & Issahaku I., (2021). An Evaluation of the Effects of Training  

on Employee Job Performance: Ghana Ministry of Trade and Industry Employees in Retrospect. 
10.9790/487X-2312040714. 

Jonker, C. S., & Vosloo, C. (2008). The psychometric properties of the Schutte Emotional Intelligence  

Scale. SA Journal of Industrial Psychology, 34(2), 21-30. Doi 
.https//doi.org/10.12973/ejper.2.2.31 

Jordan, P. J., & Troth, A. C. (2004). Managing Emotions During Team Problem Solving: Emotional  

Intelligence and Conflict Resolution. Human Performance, 17(2), 195–
218. https://doi.org/10.1207/s15327043hup1702_4. 

Kaufman, A. S. & Elizabeth L., (2006). Assessing Adolescent and Adult Intelligence (3rd ed.).  

Hoboken (NJ): Wiley. ISBN 978-0-471-73553-3. 

Keltner, D., & Kring, A. M. 1998.  Emotion, social function, and psychopathology.  Review of General  

Psychology, 2, 320–342 

King, Gary; Keohane, Robert O.; Verba, Sidney (1994). Designing Social Inquiry. Princeton, New  

Jersey: Princeton University Press. pp. 52–53. doi:10.1515/9781400821211. ISBN 978-1-4008-
2121-1. 

Korankye, B., & Amakyewaa, E. . (2021). Exploring the Impact of Emotional and Spiritual Intelligence  

on Job Satisfaction and Turnover Intention: Evidence from Mobile Telecommunication 
Companies in Ghana. SEISENSE Journal of Management, 4(1), 31-
46. https://doi.org/10.33215/sjom.v4i1.513 

Kuranchie M, Elizabeth B., Amponsah-T. K.(2016). Employee motivation and work performance: A  

comparative study of mining companies in Ghana. Journal of Industrial Engineering and 
Management (JIEM) [ISSN:] 2013-0953 [Volume:] 9 [Issue:] 2. OmniaScience, Barcelona. 

Lam, L., & Kirby, S. (2002). Is emotional intelligence an advantage? An exploration of the impact of  

emotional and general intelligence on individual performance. The journal of social Psychology 
(142(1)), 133-143. 

Legg S. and Hutter M., (2006).  A formal measure of machine intelligence. In Proc.15th Annual  

Machine Learning Conference of Belgium and The Netherlands (Benelearn’06), pages 73–80, 
Ghent. 

Legg S. & Hutter M., (2007). A Collection of Definitions of Intelligence. Advances in Artificial General  

Intelligence: Concepts, Architectures and Algorithms. 157. 

Lord, R. G., De Vader, C. L., & Alliger, G. M. (1986). A meta-analysis of the relationship between  

personality traits and leadership perceptions: An application of validity generalization procedures. 
Organizational Behavior and Human Performances, 23, 181-200. 

Louis M. & Bruno S., (2017). IQ (The Intelligence Quotient). 10.1007/978-3-319-47829-6_1080-1. 

https://doi.org/10.48165/ijrse.2023.3.1.2
https://psycnet.apa.org/doi/10.1207/s15327043hup1702_4
https://en.wikipedia.org/wiki/Doi_(identifier)
https://doi.org/10.1515%2F9781400821211
https://en.wikipedia.org/wiki/ISBN_(identifier)
https://en.wikipedia.org/wiki/Special:BookSources/978-1-4008-2121-1
https://en.wikipedia.org/wiki/Special:BookSources/978-1-4008-2121-1
https://doi.org/10.33215/sjom.v4i1.513


47 

Mayer, J., & Salovey, P. (1997). What Is Emotional Intelligence? In P. Salovey, & D. Sluyter (Eds.),  

Emotional Development and Emotional Intelligence: Educational Implications (pp. 3-24). New 
York: Basic Books. 

Mayer, J.D., & Salovey, P. (1997). What is emotional intelligence? In P. Salovey & D. Sluyter (Eds.),  

Emotional development and emotional intelligence: Implications for educators (pp.3–31). New 
York: Basic Books. 

Mayer, J.D., Caruso, D., & Salovey, P. (1999). Emotional intelligence meets traditional standards for  

intelligence. Intelligence, 27, 267–298. https://doi.org/10.1016/S0160-2896(99)00016-1 

Mayer, J.D., Caruso, D.R., & Salovey, P. (2016). The ability model of emotional intelligence: Principles  

and updates. Emotion Review, 8(4), 290–300. 

Mayer, J. D., Roberts, R.D., & Barsade, S.!G. (2008). Human abilities: Emotional intelligence. Annual  

Review of Psychology, 59, 507–536. 

Mayer, J.D., Goleman, D., Barrett, C. & Gutstein, S. (2004). Leading by feel. Harvard Business Review,  

82 (1), p. 27. 

Mugenda, O.M. and Mugenda, A.G. (1999) Research Methods: Quantitative and Qualitative  

Approaches. Acts Press, Nairobi. 

Musonda, A., Shumba, O., & Tailoka, F. O. (2019). Validation of the Schutte self report Emotional  

Intelligence Scale in a Zambian context. European Journal of Psychology and Educational 
Research, 2(2), 31-41. https://doi.org/10.12973/ejper.2.2.31 

Nozaki Y, Koyasu M (2013). The relationship between trait emotional intelligence and interaction  

with ostracized others' retaliation. PLoS One. doi: 10.1371/journal.pone.0077579. PMID: 
24194890; PMCID: PMC3806795. 

Nikolaou, I., & Tsaousis, I. (2002). Emotional intelligence in the workplace: Exploring its effects on  

occupational stress and organizational commitment. The International Journal of Organizational 
Analysis, 10(4), 327-342. 

Panke D, (2018). Research  Design and Methods Selection: Making Good Choices in Social Sciences  

October 2018 Publisher: Sage, ISBN: 9781526438638 

Papadogiannis, P.! K., Logan, D., & Sitarenios, G. (2009). An ability model of emotional intelligence:  

A rationale, description, and application of the Mayer Salovey Caruso Emotional Intelligence Test 
(MSCEIT). In C. Stough, D.H. Saklofske, & J.D. A.. Parker (Eds.), Assessing emotional 
intelligence: Theory, research, and applications (pp.! 9–40). New York: Springer. 
https://doi.org/10.1007/978-0-387-88370-0_3 

Parker, J. D., Summerfeldt, L. J., Hogan, M. J., & Majeski, S. A. (2004). Emotional intelligence and  

academic success: examining the transition from high school to university. Personality and 
Individual Differences, 36, 163-172. 

Petrides, K. V., and Furnham, A. (2000). On the dimensional structure of emotional intelligence.  

Personal. Indivi. Differ. 29, 313–320. doi: 10.1016/S0191-8869(99)00195-6 

Piaget, J. (1981). Intelligence and Affectivity. Annual Reviews, Palo Alto, 6. A. 

 

 

 



48 

Rivers, S.E., Brackett, M.A., Reyes, M.R., Mayer, J.D., Caruso, D.R., & Salovey, P. (2012). Measuring  

emotional intelligence in early adolescence with the MSCEIT-YV: Psychometric properties and 
relationship with academic performance and psychosocial functioning. Journal of 
Psychoeducational Assessment, 30(4), 344–366. 

Rivers, S.E., Brackett, M. A., Salovey, P., & Mayer, J.D. (2007). Measuring emotional intelligence as a  

set of mental abilities. In G. Matthews, M. Zeidner, & R. Roberts (Eds.), Emotional intelligence: 
Knowns and unknowns (pp.!230–257). Oxford: Oxford University Press. 

Rosete, D. & Ciarrochi, J. (2005). Emotional intelligence and its relationship to workplace  

performance outcomes of leadership effectiveness. Leadership & Organization Development 
Journal, 26 (5), 388-99. 

Schutte, N. S., Malouff, J. M., Hall, L. E., Haggerty, D. J., Cooper, J. T., Golden, C. J. and Domheim,  

L. (1998) Development and validation o f a measure of emotional intelligence, Personality & 
Individual Differences, 25 (2): 167-177. 

Schoenberg Y.H. and Sakloske R.M (2011). Intelligence. In: Kreutzer, J.S., DeLuca, J., Caplan, B. (eds)  

Encyclopedia of Clinical Neuropsychology. Springer, New York, NY. 
https://doi.org/10.1007/978-0-387-79948-3_1061 

Serrat, O. (2017). Understanding and Developing Emotional Intelligence. In: Knowledge Solutions.  

Springer, Singapore. https://doi.org/10.1007/978-981-10-0983-9_37. 

Sharma, Tanu & Sehrawat, Anil. (2014). Emotional Intelligence, Leadership and Conflict  

Management. 10.13140/2.1.2831.5846. 

Sproull, N. L. (1995) Handbook of research methods: a guide for practitioners and students in the  

social sciences  / by Natalie L. Sproull. 2nd ed. Metuchen, N.J: Scarecrow Press. 

Sternberg, R. J. & Smith, C. (1985). Social intelligence and decoding skills in nonverbal  

communication. Social Cognition, 3, 168-192. 

Sternberg, R. J. (1986). Intelligence applied: Understanding and increasing your intellectual skills. New  

York: Harcourt Brace Jovanovich. 

Tagoe, Theophilus & Quarshie, EN. (2016). The relationship between emotional intelligence and job  

satisfaction among nurses in Accra. 

Templer, K. J., Tay, C., & Chandrasekar, N. A. (2006). Motivational cultural intelligence, realistic job  

preview, realistic living conditions preview, and cross-cultural adjustment. Group and 
Organization Management, 31(1) 

Tett, R. P., Freund, K. A., Christiansen, N. D., Fox, K. E., and Coaster, J. (2012). Faking on self- 

report emotional intelligence and personality tests: Effects of faking opportunity, cognitive ability, 
and job type. Personal. Indivi. Diffe. 52, 195–201. doi: 10.1016/j.paid.2011.10.017 

Thomas D. C and Inkson K. (2004). Cultural Intelligence : People Skills for Global Business. San  

Francisco Calif: Berrett-Koehler. 

Vakola, M., Tsaousis, I., & Nikolaou, I. (2004). The role of emotional intelligence and personality  

variables on attitudes toward organizational change. Journal of Managerial Psychology, 19(2), 88–
110. https://doi.org/10.1108/02683940410526082 

Van der Zee, K., Thijs, M., & Schakel, L. (2002). The relationship of emotional intelligence with  

academic intelligence and the Big Five. European journal of personality, 16(2), 103-125. 

https://doi.org/10.1007/978-981-10-0983-9_37
https://psycnet.apa.org/doi/10.1108/02683940410526082


49 

Wong, C.-S., & Law, K. S. (2002). Wong and Law Emotional Intelligence Scale (WLEIS) [Database  

record]. APA PsycTests. https://doi.org/10.1037/t07398-000. 

Yirenkyi-Fianko, Adwoa & Chileshe, Nicholas. (2012). Job satisfaction of professionals within the  

Ghanaian construction industry. Association of Researchers in Construction Management, 
ARCOM 2012 - Proceedings of the 28th Annual Conference. 1. 

Yitmen, Ibrahim. (2013). Organizational Cultural Intelligence: A Competitive Capability for Strategic  

Alliances in the International Construction Industry. Project Management Journal. 44. 5-25. 
10.1002/pmj.21356.  

 

https://psycnet.apa.org/doi/10.1037/t07398-000


50 
 

APPENDICES 

Appendix 1: Test of Validity-Bivariate Correlation Analysis for CENQ 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



51 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

  



52 

Appendix 2: Test of Validity-Bivariate Analysis for TEIQue 
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Appendix 3: Test of Validity-Bivariate Analysis for CQS 
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Appendix 4: Diagram of TEIQue 4 factor and Global TEIQue   
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Appendix 5: Diagram of CQS 4 factor and Global CQS  
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Appendix 6: Culture and Emotion Nexus Questionnaire (CENQ) 
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Appendix 7: TEIQue Short Form (SF) 
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Appendix 8: TEIQue-360 Short Form (SF) 
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Appendix 9: Four Factor CQS  
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Appendix 10: Four Factor CQS Observer Report 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 


