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The Relationships between Training, Emotional Intelligence and
Structural Career Advancement
Mayssa Maarouf Rishani
ABSTRACT
Purpose – The unquenchable thirst for career advancement puts researchers to work to
uncover the “recipe” for progressing in the corporate jungle. Primarily, the study aims to
determine the influence of training and of emotional intelligence (EI) on the employee’s
advancement up the career ladder. Second, the study aims to clarify the relationships
between EI and different demographic variables within a Lebanese organizational
context.
Design – Literature review and quantitative research methodology consisting of an esurvey completed by 131 employees via snowball sampling. The survey gathered
information about the employees’ demographics, their perceptions of available training
opportunities, their emotional intelligence levels, and their structural career plateauing
levels. The primary data obtained were analyzed via SPSS through descriptive
(frequencies and means) and inferential statistics (independent sample t-tests, correlation
analyses, and regression analysis). Six hypotheses were examined.
Findings – Training was negatively correlated to structural career plateauing. EI was not
correlated to structural career plateauing. Men and women had comparable EI levels.
Age, work experience and work position were not correlated to EI. Married employees
had significantly higher EI levels than single employees.
Originality – The study provides invaluable insights regarding EI in Lebanon, a research
field that still has a lot to uncover. It is a worthy addition to the literature on structural
career plateauing and on EI in an organizational context.

Keywords: Training, Emotional Intelligence, Structural Career Advancement, Structural
Career plateauing, Promotion, Lebanon
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Chapter One
Introduction
1.1 Background
In today’s global economic environment, organizations need to grow and
innovate regularly, pursue sustained development and thrive in the rapidly changing
external environment (Truitt, 2011). As a matter of fact, competitive advantage is what
sets organizations apart. Without it, the organizations’ long-run success and survival are
questionable. To gain a lasting competitive advantage, organizations should possess
superior human capital that differentiates them from others (Adhikari, 2010).
The emergent theory of resources and capacity reinforces the importance of the
organization’s internal elements as distinguishing factors of competence. The theory
focuses on the significance of both resources and capacities for the proper operation and
growth of the organization, as well as their considerable role in enhancing profitability
and attaining competitive advantage (Vidal-Salazar, Hurtado-Torres, & Matias-Reche,
2012). Resources are defined as all factors under the organization’s control that are
inputs in the production process (Vidal-Salazar et al., 2012). Human resources, being
indispensable intangible resources, contribute greatly to the productivity and success of
the organization (Ganesh, 2012). Capacities are defined as the skills and particular
knowledge of the organization to develop its resources using organizational processes.
Thus, capacities rely on developing and exchanging information through the
organization’s human capital to effectively use its resources (Vidal-Salazar et al., 2012).
Consequently, organizations realize more than ever the value of its human capital and
that is why Human Resource Management (HRM) has become a commonly
acknowledged organizational strategy.
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HRM refers to the management of people as an essential element of resource
management to achieve the organization’s goals (Ganesh, 2012). HRM’s overall purpose
is to attain success through its people. Human resources is defined by what it delivers
rather than what it does. It plays an integral role in creating an environment that enables
people to make optimal use of their capabilities and realize their potential to the shared
benefit of the organization and themselves (Armstrong & Taylor, 2014). To date, the
three constants in the mission of HR identified by Gubman (1996, p. 33) resonate: (1)”
to acquire, develop, and retain talent”, (2) “to align the workforce with the business”,
and (3) “to be an excellent contributor to the business”.
Dynamic employees who acquire talent, skills and remarkable competencies are
necessary for building resilient, vibrant and successful organizations. Undeniably, the
organization’s human resources are strategic for its success (Karavardar, 2014). Still, the
main concern troubling organizations today is losing the employees they invested in to
their competitors (Ismail, 2016). Failing to retain talented employees is often associated
with economic costs on the organization. Organizations will suffer from replacement,
recruitment and selection, temporary staffing, and training costs to regain the vital
employees they need (Karavardar, 2014). Turnover is truly costly, especially that more
than two thirds of turnover costs are due to lost productivity (Alkahtani, 2015). The cost
of turnover spreads further to influence the organization’s morale. The remaining
employees will consider following their former coworkers footsteps in seeking better
opportunities (Alkahtani, 2015). And, if they fail to accomplish that, they will often feel
demotivated, negatively affecting their productivity and job satisfaction (Alkahtani,
2015). Simply, employee turnover costs organizations time and money. Therefore,
keeping the organizations’ interest in mind, human resources departments do their best
to fulfill their mission and retain their key assets, their employees.
One of the best tools to retain qualified employees is to provide them with career
growth opportunities within the organization (Karavardar, 2014). According to the social
exchange theory, relationships in organizations reflect mutual exchanges between parties
with each party expecting reciprocity from the other (Eisenberger, Armeli, Rexwinkel,
Lynch, & Rhoades, 2001). These relationships have been coupled with feelings of
2

commitment from each party towards the other (Cropanzano & Mitchell, 2005). Thus,
employees who find their organizations nourishing of their career growth (i.e. awarding
them with promotions) will feel grateful and morally obliged to repay them with
enhanced behavior – one of which is staying in the organization (Karavardar, 2014;
Okurame, 2012). Truly, employees who have favorable expectations of career growth
show increased work motivation, better performance, increased job effectiveness and a
greater willingness to stay with their organization (Okurame, 2014).
Career growth means employees are offered more responsibilities, challenging
assignments, and learning experiences that promote their growth and development
within the organization (Weer, 2006). The literature agrees on two different indicators of
career growth. The first indicator is structural career advancement, which refers to
moving up the organization hierarchy through promotions (Weer, 2006). The second
indicator is content advancement, which refers to an increase in the developmental
experiences offered that improve the employee’s motivation and performance at work in
his or her current position (Weer, 2006). It is important to note that both indicators of
career growth are consistent with career plateauing literature as well (Weer, 2006).
Assuredly, the employee’s growth and development is the basis for the
organization’s growth and development (Ganesh, 2012). Human Resource Development
(HRD) ensures the development of employee competencies, motivation and
effectiveness in a systematic manner to optimize employees’ performance and attain the
organization’s objectives (Ganesh, 2012). “One of the most frequently encountered
HRD interventions is training and development (T & D)”, as it has the ability to provide
the highest return on investment of human capital (Truitt, 2011, p. 2). Organizations are
investing more money in training and development practices not only because they are
imperative for effective employee and organization performance, but because they can
secure a competitive advantage for the organization in today’s turbulent business world
(Falola, Osibanjo, & Ojo, 2014). The recent theory of knowledge management states
that organizations create and sustain competitive advantage through what they know
rather than what they own. Thus, training is essential for providing the organization with
distinctive knowledge among its competitors (Vidal-Salazar et al., 2012).
3

Training can be defined as the process of changing employees’ knowledge,
skills, motivation, attitudes and behavior through different techniques including
instruction, demonstration and practice (Ganesh, 2012). Training can be classified into
on-the-job and off-the-job training based on the site of delivery. Irrespective of the
training site, numerous training methods are available including videos, courses, lectures
and experiential exercises (Ismail, 2016; Kulkarni, 2013). Considering each training
method’s advantages and limitations, the organization selects the training method that
best caters to its specific needs (Ismail, 2016). The primary goal for organizations
investing in training is to obtain an enhanced organization performance (Ismail, 2016).
Organizations should identify their employees training needs, develop and implement
training programs appropriate for those needs, and evaluate the resulting outcomes
(Falola et al., 2014). Training stimulates the employee’s learning behavior and creates a
learning culture that strives for progress (Saha & Banerjee, 2014). Every individual is a
source of ideas, and mistakes are considered opportunities for improvement (Khumalo,
2001). As training enhances the capabilities of employees, the gap between the actual
and desired level of performance is diminished (Ganesh, 2012). And once employees
possess the necessary skills for performing the required task, their job satisfaction will
increase and the organization’s employee turnover rate will decrease (Truitt, 2011).
Employees who receive effective training and development are better aligned to
achieve their career growth (Truitt, 2011). As a matter of fact, training is the most
efficient way to attain employee development (Vidal-Salazar et al., 2012). It prepares
employees for partaking future jobs up the organization’s career ladder (Ganesh, 2012).
Employees who receive a career development activity such as training perceived higher
organizational justice, were more satisfied and were more interested in pursuing a career
in the organization (Bish, Bradley, & Sargant, 2004). When organizations show career
development support to their employees in the form of training, employees will be
happier and share the new knowledge and top practices acquired within the organization
(Fleisher, Khapova, & Jansen, 2014; Bish et al., 2004). Generally, satisfied employees
that are regularly engaged in learning will contribute more to organizational learning and
outcomes (Fleisher et al., 2014). Genuinely, many winning organizations achieved their
superior positions by becoming learning organizations that share knowledge regularly
4

(Khumalo, 2001). Therefore, employees who are offered encouraging training
experiences by their organizations will have positive perceptions of their career
development, which in turn will influence the organization positively.
Despite the importance of training as an organizational factor for career growth,
the significance of other psychological factors in this regard cannot be denied.
Particularly, the role of emotional intelligence (EI) in determining employees’
promotion prospects has been emphasized (Jordan, Murray, Lawrence, & Sandra, 2009;
Kunnanatt, 2008). This recent emphasis on EI may be attributed to the recognition that
irrespective of how superior the organization technically is, it depends greatly on its
employees – and employees have emotions (Emotional intelligence “wow” factor:
Benefits of taking feelings into account, 2012). Naturally, the role of employees’
emotions in their structural career advancement was noted long ago, even long before
the EI construct was developed (Emotional intelligence “wow” factor: Benefits of taking
feelings into account, 2012).
Top business leaders emphasize the value of EI in building the organization’s
competitive advantage (Dulewicz & Higgs, 2000). However, one cannot depend on the
relatively small number of supportive research available to build a well-grounded
conclusion on the fundamental role of EI in acquiring this advantage (Dulewicz &
Higgs, 2000). Recently, EI has gained increased prominence in the management
literature (Jamali, Sidani, & Abu-Zaki, 2006; Jordan et al., 2009). The occupational
research shows numerous benefits of employees with high levels of EI as they
experience faster career advancement (Kunnanatt, 2008), “achieve more career success”,
“feel less job insecurity”, “lead more effectively”, perform and lead more effectively
within teams, better manage stressful events and present better coping strategies (Jamali
et al., 2006, p. 349; Jordan et al., 2009). Also, EI was linked to higher levels of job
satisfaction and perceived organizational justice, as well as to lower turnover intentions
and burnout (Meisler, 2014). Subsequently, HRD professionals exhibit heightened
interest in this developable construct to enhance their organization’s position (Thory,
2012). Recognizing that EI is a strategic asset for enhanced organizational performance
and effectiveness, organizations are seeking more and more an emotionally intelligent
5

workplace through realigning their HR and career development policies (Catwright &
Pappas, 2008; Kunnanatt, 2008). Apart from providing EI training for their employees,
some organizations are evaluating job candidates EI levels before hiring, knowing it’s
crucial for performance excellence (Thory, 2012; Catwright & Pappas, 2008). Indeed,
employees who were better able to control their mood in organizations were at a
noteworthy advantage in job interviews and in achieving upward promotions (Jordan et
al., 2009).

Initially, the concept of EI was developed due to the inability of traditional
“rational thinking” measures such as IQ tests to predict individual’s success in life
(Jamali et al., 2006; Fatt, 2002). As the traditional intelligence quotient (IQ) scores are
no longer the primary effective predictors of performance and success, more light is
shed on a new multidimensional concept of intelligence that incorporates EI as a central
element (Dulewicz & Higgs, 2000). The construct of EI brings a more balanced view of
the intermingling role both cognition and emotions have on life outcomes (Jamali et al.,
2006). The literature in this emerging field does not offer an agreed upon definition of
EI rather a range of theories, amongst which Goleman (1997) and Salovey and Mayer
(1990) are the most recognized (Catwright & Pappas, 2008; Jamali et al., 2006; Fatt,
2002; Dulewicz & Higgs, 2000). Mayer and Salovey (1997) define EI as “the ability to
monitor and regulate one’s and other’s feelings and to use feelings to guide thought and
actions” (Fatt, 2002, p.63). Mayer and Salovey’s developmental model consits of four
domains of abilities: (1) “identifying emotions” (emotional perception), (2) “using
emotions” (emotional management), (3) “understanding emotions”, and (4) “regulating
emotions” (emotional integration) (Catwright & Pappas, 2008; Jamali et al., 2006; Fatt,
2002; Dulewicz & Higgs, 2000). As for Goleman (1997), EI is defined as understanding
of one’s emotions and having the ability to handle those emotions without being
overwhelmed; the ability to motivate one’s self at getting the job done and performing at
their best; and the ability to sense others feelings and manage relationships effectively.
Moreover, Goleman (1998) provides a competencies context relevant to work
performance to support his theory.

6

1.2 Problem Statement
One of the most central questions career researchers attempt to answer is “how
do employees advance in their careers?” (Harris, Pattie, & McMahan, 2015). Career
advancement is a complex topic; it requires comprehensive understanding of different
organizational and other external factors (Heimler, Rosenberg, & Morote, 2012; Leung,
2007). The unmatched interest in career advancement has driven researchers to spend
numerous amounts of time and effort analyzing the underlying factors (Thurasamy, Lo,
Amri, & Noor, 2011). In spite of this interest, researchers recognize the need for further
research to clearly grasp the relationship between these factors and structural career
advancement (i.e. upward promotions) (Carmeli, Shalom, & Weisberg, 2007). This is
especially true since the determinants of managerial advancement have not been well
established in the literature (Carmeli et al., 2007; Tharenou, Latimer, & Conroy, 1994).

While employees’ passion and hard work will help them progress in their career,
enhancing their knowledge and skills is key to moving forward. The human capital
theory emphasizes the role of human capital, defined as “the knowledge, skills, abilities
and other characteristics” employees possess that yield favorable outcomes”, in
advancing their careers (Harris et al., 2015, p. 102). The role of training in shaping
employees skills, knowledge, behaviors and attitudes to attain quality performance
cannot be overemphasized. As a matter of fact, regular training is considered one of the
best tools to achieve career goals (McDonald & Hite, 2005). Training is a pronounced
route where employees can put the required work towards their career development,
which can be greatly rewarding. Without a doubt, organizations’ investments in training
proved to be fruitful at both the individual and organizational level (Núñez-Cacho,
Grande-Torraleja, & Lorenzo-Gómez, 2014). Employees who receive adequate job
training will have positive attitudes towards their training and job proficiency (Truitt,
2011). Supportive organizations that offer effective training will better align their
employees for career growth and enhance their motivation to reach personal career goals
while fulfilling the company's mission (Truitt, 2011). The relationship between training
and career advancement is regarded to be strong (Al Khoury, et al., 2014; Heimler et al.,
7

2012; Tharenou et al., 1994). The willingness of employees to learn continuously fosters
their career growth (Heimler et al., 2014). Thus, employees who receive encouraging
training experiences have a worthy opportunity to further progress in their careers.
However, within a Lebanese organizational context, do employees truly benefit from
training opportunities to advance their careers to higher positions? Do training levels
differ between employees who advance in their career and those who are career
plateaued? Answers to these questions are not only valuable to the career advancement
literature as a whole, but also to Lebanon specifically since the literature uncovering this
relationship is certainly lacking (Al Khoury, et al., 2014).

EI has also become a relevant criterion to consider when promotions and
succession planning decisions are to be made (Jamali et al., 2006). This is supportive of
Goleman’s (2002) belief that “the higher up one advances within an organization, the
more important EI becomes” (Dulewicz & Higgs, 2003, p.193). Still, very few studies
examined the role of personal and situational factors in advancing employees’ careers
(Tharenou et al., 1994). Existing research have shown that EI is considered valuable to
employers as it enhances workplace outcomes (Jamali et al., 2006; Dulewicz & Higgs,
2000). EI can help employees navigate the social complexities of the workplace and
excel in their career. Employees with higher EI tend to have better attitudes and clearer
perceptions (Kunnanatt, 2008). Such positive attitudes will spill over to their job
involvement and make accomplishment of higher priority to them (Truitt, 2011). They
can use their understanding of emotions to establish better relationships with coworkers, attain better career progression and achieve greater work success. The careers
of employees with elevated EI levels are different from the careers of employees with
low EI levels. Employees possessing high EI not only perform better, but also develop
steadier career paths and are provided with career advancement opportunities faster
(Kunnanatt, 2008). EI competencies are significant for employees’ career advancement
as they move up and across diverse career levels in organizations (Kunnanatt, 2008). For
instance, recent findings portray that EI is a better determinant than intellect and other
management competencies in predicting career advancement. Senior directors had
significantly higher levels of overall EI than managers, whereas both had similar levels
8

of intellect and other managerial competencies (Dulewicz & Higgs, 2003). Therefore, EI
provides employees with both a performance advantage and career progression
opportunities (Kunnanatt, 2008; Jamali et al., 2006; Dulewicz & Higgs, 2000). Thus, the
literature suggests that employees’ EI is a determinant for their career growth. Still, do
employees’ EI levels truly help in advancing their careers to higher levels?

To date, no clearly established answer for this question is available. Empirical
research on EI in an organizational context remains scarce, and in Lebanon in specific is
lacking (Dulewicz & Higgs, 2000; Jamali et al., 2008). The major setback facing EI
organizational research is the lack of a robust EI measure as it continues to fuel
noticeable debate (Catwright & Pappas, 2008; Dulewicz & Higgs, 2000). This setback
should not restrict research on EI; rather it should advance it to uncover more about EI
one step at a time. This emergent need for organizational research on EI encouraged us
to gain a better understanding of EI at work. Furthermore, there is a scarcity of EI
research that addresses the variations in EI cross-culturally and across demographic
clusters at work (Jamali et al., 2006). Thus, the proposed study aims to tackle this need
especially that this topic in Lebanon is considered novel.

1.3 Purpose of the Study
The proposed model primarily considers the influence of an organizational factor
(i.e. training) and of a psychological factor (i.e. emotional intelligence) on the
employee’s advancement up the career ladder. The model attempts to make several
contributions to the career advancement literature by understanding the dynamics of
different factors. Second, the proposed research aims to clarify the relationships between
EI and different demographic variables (gender, age, work experience, work position).
This will address the research gap in this area of EI literature, especially that no clearly
identified relationships between these variables and EI have been established. It will
further address the need for this type of research in a Lebanese organizational context.
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1.4 Objectives of the Study
The objectives of the proposed study are:


To investigate the relationship between the employee’s training and his/her
structural career advancement



To investigate the relationship between the employee’s EI level and his/her
structural career advancement



To detect possible variations in EI levels across demographic variables in the
Lebanese workplace
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Chapter Two
Literature Review
This chapter critically reviews the available research on the two major factors
investigated, EI and career advancement. The first section offers an understanding of EI
in an organizational setting. An extensive analysis of the major EI models and measures
is provided. The relationships between EI and the different demographic variable are
clarified. The second section explains career advancement and the factors leading to it. It
also resolves the relationships between each of training and EI on one hand, and
structural career advancement on the other hand.

2.1 Emotional Intelligence
The EI literature review will be divided into three subsections as follows: models of EI,
measures of EI, and the relationship between EI and demographic variables.

2.1.1 Models of EI

Different terminology is currently available in the literature to refer to the concept of
emotional intelligence (EI) including the terms emotional quotient (EQ), emotional
literacy, personal intelligences, social intelligence and interpersonal intelligence
(Dulewicz & Higgs, 2000). EI origins can be traced back to Thorndike’s concept of
“social intelligence” in the 1920’s and Gardner’s concept of “interpersonal” and
“intrapersonal” intelligences in the 1980’s (Pertides, Funham, & Frederickson, 2004).
Thorndike defines “social intelligence” as “the ability to understand and manage people”
(Catwright & Pappas, 2008, p. 152). Gardner’s multiple intelligence theory constitutes
“interpersonal” and “intrapersonal” intelligence as part of his seven intelligences theory
that includes also linguistic, logical-mathematical, spatial, bodily-kinesthetic and
musical intelligences (Plucker & Esping, 2014). According to Gardner, interpersonal
11

intelligence drives social skills including empathy and intrapersonal intelligence focuses
on self-understanding (Plucker & Esping, 2014). As a matter of fact, the roots of EI date
further back to the seventeenth century when Spinoza identified three layers of
cognition: “emotional cognition, intellectual cognition and a type of intuition” (Sharma,
2008, p.59). Spinoza believed that both emotion and intellect are responsible for
measuring cognition (Sharma, 2008).

Recently, the linear and narrow conception of intelligence emphasizing cognitive
skills and abilities has been replaced by a multifaceted conception that integrates EI as a
key element (Jamali et al., 2006). The unequivocal significance of emotions in personal
and organizational life is reflected in the growing interest in EI (Sharma, 2008).
Currently, extensive literature on EI in various disciplines including psychology,
education and health sciences is available, and research in the management and
organizational context is gaining popularity (Jamali et al., 2006). Even though the
various EI theories and approaches concur on the importance of the EI construct, there is
no one agreed upon definition of EI (Sharma, 2008). Generally, all concepts of EI
depend on three fundamental beliefs: emotions have an essential role in everyday life;
individuals differ in their “ability to perceive, understand, use, and manage emotions”;
and these differences may influence the person’s adaptation in different contexts such as
organizations (McCleskey, 2014, p.77).

Amidst the ongoing debate over the definition and measure of EI, several models
have been proposed to explain EI. Generally, the EI models are classified according to
the conceptual framework or the measurement method of the EI construct. Figure 1
below portrays the classification of the different EI models.
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Figure 1. Classification of EI models

Commonly, building on the theory of EI, the models can be classified into two broad
groups: ability or mixed (Cote, Lopes, Salovey, & Miners, 2010; Meisler, 2014; Qualter,
Gardner, & Whiteley, 2008). The ability models consider EI to be a set of cognitive
abilities related to emotional information processing solely and regulating emotion
adaptively to navigate the social environment. The most widely accepted ability model is
that of Mayer and Salovey (Cote et al., 2010; McCleskey, 2014). On the other hand, the
mixed models, also known as emotional and social competence models, consider EI to
be a diverse construct in the context of factors that do not necessarily emphasize
primarily emotions (McCleskey, 2014). Mixed models explain EI by joining together
multiple aspects loosely related to emotions including personality traits, motivational
factors and affective dispositions (i.e. empathy, assertiveness, self-concept) (Cote et al.,
2010; Meisler, 2014). The most renowned researchers that adopted the mixed approach
include Goleman (1995) and Bar-On (1997) (Meisler, 2014). To clarify any possible
misconceptions, abilities are defined by the individuals’ performance on specified tasks
when conditions are favorable, while other individuals’ factors such as personality traits
are defined by performance across different circumstances and over time (Cote et al.,
2010).
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Other conceptual approaches of EI are categorized according to the measurement
method of the EI construct. The trait EI model is distinguished from the ability model as
it is measured through self-reported surveys rather than performance tests (Perez,
Petrides, & Furnham, 2005). Trait EI (or “trait emotional self-efficacy”) is the most
contemporary model that perceives EI as a trait instead of a cognitive ability or
competency (Petrides K. , Trait Emotional Intelligence Theory, 2010; Santos, Mustafa,
& Gwi, 2015). Petrides, Furnham and others (2003, 2007, 2010) have provided
numerous contributions to the trait EI model (Santos et al., 2015). Principally, “the
distinction between mixed and ability models is unrelated to the distinction between trait
and ability models” (Perez et al., 2005, p. 125). The former distinction is based on
whether or not the model mixes personality traits and cognitive abilities, while the latter
distinction relies on the measurement method of the EI construct rather than its
components (Perez et al., 2005).

Trait Model

Trait EI mainly tackles individual differences in self-perceptions of emotional
abilities (Petrides et al., 2010). It is defined as “a constellation of behavioral dispositions
and self-perceptions concerning one’s ability to recognize, process and utilize emotionladen information” (Petrides & Furnham, 2003, p. 278). This framework reflects the
individuals’ self-perceptions of their emotional abilities and skills, personality traits and
behaviors that affect their adaptability to environmental demands (Platsidou, 2013).
Petrides et al. (2007) concept of trait EI incorporates four aspects: “well-being (selfconfidence, optimism and happiness); sociability (social competence, emotion
management of others and assertiveness); self-control (emotion regulation and stress
management) and emotionality (emotion expression, emotion perception and empathy)”
(Santos, Mustafa, & Gwi, 2015, p.71). This EI model focuses on the affect-related traits
of personality and neglects entirely cognitive abilities (Petrides et al., 2010). Moreover,
Petrides (2010, p.137) believes trait EI to be “the only operational definition in the field
that recognizes the inherent subjectivity of emotional experience”.
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Ability Model
Salovey & Mayer

Salovey and Mayer (1990) are known to be the first to introduce the term
“Emotional Intelligence” (Boyatzis, 2009; Meisler, 2014). Their model has undergone
the most refinement and development over the years, gained a paramount amount of
acceptance among researchers, and acted as the foundation for most measures (Cote et
al., 2010; Meisler, 2014). They defined EI as “the ability to perceive accurately, appraise
and express emotions; the ability to access and/or generate feelings when they facilitate
thought, the ability to understand emotion and emotional knowledge; and the ability to
regulate emotions to promote emotional and intellectual growth” (Mayer & Salovey,
1997, p. 10). Distinctly, their definition highlights the relationship between emotions and
thinking; emotions make thinking more intelligent and allow the individual to think
intelligently about emotions (Sharma, 2008).

Initially, their model consisted of three branches: “appraising and expressing
emotions in self and others”, “regulating emotions in self and others”, and “using
emotions in adaptive ways” (Salovey & Mayer, 1990). However, they refined this model
in 1997 to a Four-Branch model that suggests that EI is a set of four emotion-related
abilities: (1) perceiving, (2) using, (3) understanding, and (4) managing or regulating. (1)
The first ability to perceive emotions refers to “the ability to identify emotions in oneself
and in others”. Emotions and emotional content can be recognized through various
mediums such as facial expressions, voice and cultural artifacts. Correspondingly, an
individual possessing this ability will be able to detect false or manipulative expressions
of feeling (Mayer & Salovey, 1997). (2) The second ability to use emotions denotes “the
ability to control emotions to facilitate cognitive activities” including decision-making
and information processing. Simply, individuals will use emotions to improve how they
think (Mayer & Salovey, 1997). (3) The third ability to understand emotions signifies
the ability to understand emotion language, the differences among emotions, and the
causes and effects of emotions. For instance, individuals are capable of understanding
how feelings progress in interpersonal relationships (Mayer & Salovey, 1997). (4) The
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fourth ability to manage represents the ability to alter emotions in oneself and others. An
individual will be able to regulate his emotions to enhance pleasant emotions and to
prevent amplifying negative emotions. He will be able to learn from positive and
negative emotions and engage or disengage respectively from these emotions at suitable
times. For instance, an individual will be able to calm himself following feelings of
anxiety or anger (Mayer & Salovey, 1997). All four abilities are functionally distinct and
linked to one another as well. Moreover, the four branches can be divided into two
groups: “Experiential EI” and “Strategic EI”. The first two abilities are named
Experiential EI since these abilities are closely related to feelings. The third and fourth
abilities are named Strategic EI since these abilities cleverly calculate and plan with
information about emotions (Mayer & Salovey, 1997). Figure 2 below summarizes the
four branches of Salovey & Mayer (1997) EI model.

Figure 2. Salovey & Mayer EI model (1997)

16

Mixed Models
Goleman

Daniel Goleman’s influential book (1995) “Emotional Intelligence: Why it can
matter more than IQ?” is credited for popularizing the concept of EI and transferring it
from the research and academia world into the business world (Kunnanatt, 2008; Fatt,
2002; Dulewicz & Higgs, 2000). He also published a subsequent book in 1998 titled
“Working with Emotional Intelligence”, building on data derived from more than 500
organizations, to show that emotional competencies can create more successful
employees and organizations (Fatt, 2002). Goleman’s compelling findings show that 67
percent (two out of three) of the abilities that are indispensible for effective performance
were emotional competencies. Thus, emotional competencies were found to be twice as
important as technical and cognitive abilities in contributing to performance excellence
(Goleman, 1998).

According to Goleman (1995), IQ and EI are separate competencies rather than
opposite ones. Both cognitive and emotive development is necessary for successful
learning and performance. He contends that individuals with a right combination of IQ
and EI tend to be more successful in their domain than those with elevated IQ levels and
nominal EI levels (Goleman, 1995). Individuals seeking career advancement should
develop their EI competencies. As individuals EI levels improve, their internal states and
external relationships will change yielding better attitudes, clearer perceptions and
valued fruitful relationships (Goleman, 1995). Indeed, “leaders who can properly
manage their emotions and those of others are better set to communicate their vision and
to effectively rally their followers around it” (Muyia, 2009, p. 692).

Goleman’s (1997) definition of EI encompasses three facets: (1) recognizing
one’s own feelings and those of others and handling those feelings without being
overwhelmed, (2) motivating oneself to complete the job, be creative and perform at
peak and (3) managing emotions well in relationships. His model is distinct from that of
Bar-On (1988) and Mayor and Salovey (1997) as his theory focuses particularly on
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competencies relevant for work performance (Jamali et al., 2006). Goleman’s emotional
competence framework comprises a discrete set of abilities that integrate emotional and
cognitive skills. In fact, his definition of EI entails more than twenty-five different
learned competencies, skills and abilities including openness to feedback, selfassessment, adaptability, persuasion, motivation of others and conflict management
(Goleman, 1995).

Goleman’s model (1995, 1998) includes five dimensions of EI: (1) “selfawareness”, (2) “self-management”, (3) “self-motivation”, (4) “empathy” and (5) “social
skills”. (1) Self-awareness is the ability to recognize one’s own feelings, abilities and
limitations. An individual will be able to provide a realistic assessment of his abilities
such as identifying his strengths and weaknesses. Also, an individual who is in touch
with his feelings will be able to use those feelings to make decisions with confidence.
(2) Self-management or self-regulation is controlling one’s feelings in a manner that
facilitates rather than inhibits tasks. An individual focuses on results (what needs to be
done) and suppresses disruptive emotions. Examples of self-management include being
conscientious and delaying gratification to pursue goals. (3) Self-motivation is the
emotional tendency that promotes achieving goals. Individuals will often take initiatives,
strive for progress, maintain optimism, and persevere in the face of setbacks. As a matter
of fact, the need to achieve is what distinguishes excellent executives from average
executives (Fatt, 2002). (4) Empathy is the ability to be aware of others’ emotions and to
consider their views. Individuals will be able to sense what others are feeling, especially
that people rarely verbalize their true feelings. Individuals possessing this ability will use
subtle cues such as facial expressions or voice tones to determine the latent feelings of
others and the pulse of relationships in groups. In addition, individuals will be able to
build a sense of harmony and rapport with diverse people. These individuals portray
social effectiveness as they smoothly interact with others and handle conflict and
emotional upsets well. (5) Social skills include proper handling of emotions in
relationships and precise conception of social situations and networks. Social skills are
often reflected by the individual’s tact and diplomacy. This individual will possess the
ability to communicate easily with others, build trust and influence, lead, inspire,
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negotiate and resolve conflicts for collaboration and teamwork. For instance, the
individual will ensure effective teamwork towards a common goal. The individuals’
ability to generate desirable responses in others is what makes them good leaders.
Goleman (1995) categorizes these five branches of EI into two groups: personal and
social competence. Personal competence is related to one’s own self (“self-awareness”,
“self-management” and “self-motivation”), while social competence is related to the self
of others (“empathy” and “social skills”). Figure 3 below depicts Goleman’s model of
EI.

Figure 3. Goleman's EI model (1995, 1998)

Bar-On

Reuven Bar-On initially presented the term “Emotional Quotient” (EQ) as a
parallel to “Intelligence Quotient” (IQ) to explain why individuals who possess superior
intellect fail in life, given that others succeed with lower intellectual abilities (Bar-On,
1997; Sharma, 2008). He describes EI as an “array of non-cognitive capabilities,
competencies and skills that influence one’s ability to succeed in coping with
environmental demands and pressures” (Bar-On, 1997). Bar-On’s model is perceived as
a model of psychological well-being and adaptation since it considers EI within a
personality theory context (Jamali et al., 2006). His mixed model states that these noncognitive abilities consist of five main emotional and social abilities and fifteen
competencies (Bar-On, 1997). The model is composed of: (1) “intrapersonal skills” that
include “self-regard”, “assertiveness”, “emotional self-awareness”, “independence” and
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“self-actualization” competencies (2) “interpersonal skills” that incorporate “empathy”,
“social responsibility”, and “interpersonal relationships” competencies (3) “adaptability
skills” that include “flexibility”, “reality testing” and “problem solving” competencies
(4) “stress management” that integrates “stress tolerance” and “impulse control” and (5)
“general mood” that entangles “optimism and happiness”. Generally speaking, Bar-On’s
theory emphasized “competencies that determine how effectively employees understand
and express themselves, understand other people and relate with them, and cope with the
demands and pressures of everyday life” (Muyia, 2009. P.692). EI is a determinant of
occupational success and productivity because it reflects the person’s ability to cope
with environmental demands (Bar-On, 1997). Figure 4 below shows the non-cognitive
abilities and competencies of Bar-On’s model.

Figure 4. Bar-On EI model (1997)

2.1.2

Measures of EI

The prevailing view in the literature is that EI is a complex and diverse construct
that makes EI especially difficult to measure (Dulewicz & Higgs, 2000). As a matter of
fact, Goleman (1996) states that there may never be a single pencil and paper test that
provides an EI score. Even though researchers agree that no agreed-upon robust EI
assessment test exists, they continue their search for such a measure. Several assessment
tools have been developed according to the different conceptual frameworks and they
adopt different measurement approaches such as self-report, performance tests and
observer ratings (Muyia, 2009). Three most commonly used measures in the literature
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are “the Mayer, Salovey and Caruso Emotional Intelligence test” (MSCEIT),
“Emotional Competence Inventory” (ECI) and “Bar-On (1997) Emotional Quotient
Inventory” (EQ-I). Still, the substantial debate regarding the most suitable measure of EI
continues as each measure faces notable criticism.

“Emotional Competency Inventory” (ECI)

Boyatzis et al. (2000) developed the ECI tool to assess emotional competencies
and positive behavior (Muyia, 2009; Conte, 2005). It involves 360-degree assessment
techniques that can consist of self-ratings, peer ratings and supervisor ratings. Thus, it is
both a self-report and multi-rater tool. It takes around 30 minutes to complete and
consists of 110 items that assess 20 competencies related to the clusters of “selfawareness”, “social awareness”, “self-management” and “social skills” (Catwright &
Pappas, 2008; Conte, 2005; Muyia, 2009). The designers of this tool provided validity
evidence regarding this tool from its antecedent, the Self-Assessment Questionnaire
(SAQ). Still, insufficient independent, peer-reviewed assessments of the reliability and
validity of this scale are currently available (Conte, 2005). Thus, the major concern
regarding the ECI is its validity since it lacks peer-reviewed support (Conte, 2005;
Muyia, 2009).

“Bar-On Emotional Quotient Inventory” (EQ-I)

The EQ-I is one of the most commonly utilized instruments that assess the BarOn model of “emotional-social intelligence”. It takes about 30 minutes to finish and
includes 133 items rated on a five-point scale (Conte, 2005; Muyia, 2009). It is a selfreport tool that asks a series of questions about how the individual feels, thinks, and
behaves in relation to their emotional and social competencies (Muyia, 2009). The
results provide an overall EQ score and scores on five composite scales: “intrapersonal”,
“interpersonal”, “adaptability”, “stress management” and “general mood” (Catwright &
Pappas, 2008; Muyia, 2009). These scales are divided into 12 subscales as follows:
“intrapersonal” includes “self-regard”, “emotional self-awareness”, “assertiveness”,
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“independence” and “self-actualization”; “interpersonal” comprises “empathy”, “social
responsibility” and “interpersonal relationships”; “adaptability” incorporates “reality
testing”, “flexibility” and “problem solving”; “stress management” consists of “stress
tolerance”, “impulse control” and “service”; and “general mood” involves “optimism”
and “happiness” (Catwright & Pappas, 2008; Schutte et al., 1998). The EQ-I tool shows
acceptable reliability and validity evidence (Muyia, 2009). The major concerns facing
this tool are those facing Bar-On’s theoretical approach as some consider the theory to
be vague (Conte, 2005). Also, given the high correlations between EQ-I and personality
measures, an argument exists that it is a measure of social competence rather than EI
(Catwright & Pappas, 2008).

MSCEIT

“The Mayer, Salovey and Caruso Emotional Intelligence test” (MSCEIT)
Version 2 is the most comprehensive ability-based test designed to measure the four
branches of Mayer and Salovey’s EI model (Catwright & Pappas, 2008; Conte, 2005;
Muyia, 2009). This test measures performance, were scores are derived based on the
number of right answers provided. It assesses individual’s ability to solve emotion-laden
problems across the four branches of Mayer and Salovey’s Model (Catwright & Pappas,
2008). The individual undergoing the test will perform several tasks devised to test the
different dimensions of EI. For instance, tasks can include identifying emotions and
feelings conveyed in faces and pictures or recognizing the suitable behavioral response
in emotionally intense situations (Catwright & Pappas, 2008). The results provide an
overall EI score and scores for each of the four components of Mayor & Salovey’s
model. The scores are determined using both consensus and expert scoring (Catwright &
Pappas, 2008; Conte, 2005; Muyia, 2009). Consensus scoring refers to determining the
right answer by matching the results with a normative sample of hundreds of people.
Expert scoring refers to determining the right answer based on the judgments of
emotions experts. Also, both scoring methods showed high levels of convergence
(Catwright & Pappas, 2008; Conte, 2005). The MSCEIT Version 2 is a refinement from
the initial “Multifactor Emotional Intelligence Scale (MEIS)”. It entails 141 items,
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which makes it a faster and shorter version of the test that used to contain 402 items
(Catwright & Pappas, 2008; Conte, 2005; Muyia, 2009). This test is considered reliable,
yet faces considerable criticism regarding its validity. This is especially true, as it is a
relatively new test that have not been extensively used and since evidence for it is based
on its initial version, the MEIS (Catwright & Pappas, 2008; Muyia, 2009). Other
concerns regarding the test include questioning the accuracy of the consensus and expert
scores. Not necessarily the most common responses are most meaningful, especially in
situations that require elevated levels of EI. The selection of emotions experts to
determine the right answers for EI questions and tasks was also challenged (Conte,
2005).

Other available measures in the literature include the “Wong EI Scale” (WEIS)
and the “Schutte Emotional Intelligence Scale” (SEIS) (Catwright & Pappas, 2008;
Schutte et al., 1998). These tests were originally devised to cater the need for a concise,
validated EI measure (Schutte et al., 1998; Wong & Law, 2002).

WEIS

The “Wong Emotional Intelligence Scale” (WEIS) is a self-report EI scale based
on Salovey and Mayer four-branch model. The scale consists of 40 forced choice items
divided into two parts. The first part entails of 20 scenarios and respondents choose the
option best reflective of their reaction. The second part includes 20 ability pairs and
respondents select one of the two types of abilities that best represent their strengths.
The scale was developed for Chinese respondents and showed acceptable reliability and
validity (Wong & Law, 2002; Wong, Law, & Wong, 2004).

SEIS

The “Schutte Emotional Intelligence Scale” (SEIS) measures the individual’s
current level of EI based on Salovey and Mayer model. Schutte et al. (1998) consider
this model to be the most inclusive and cohesive model of EI. However, Schutte et al.
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(1998) relied on the original version of the model rather than the revised one. They
believed the revised model emphasized the development of EI, the potential for growth
and emotional contribution to intellectual growth, while the original model “lends itself
better to conceptualizing the various dimensions of an individual’s current state of
emotional development” (p. 169). The dimensions measured involve the “appraisal and
expression”, “regulation”, and “utilization” of emotions (Schutte et al., 1998). Schutte et
al. (1998) purposefully interpreted Salovey and Mayer’s (1990) model as a mixed model
to include diverse attributes that are often labeled as EI (i.e. personality traits). The scale
primarily consisted of 62 items that were further reduced to 33 items that are truly
representative of the above-mentioned model. The authors performed several tests to
establish the reliability and validity of this scale (Schutte et al., 1998). This tool has been
used extensively in the literature as “a short measure of global trait EI” (Perez et al.,
2005, p. 129). The main concern for its use is that it doesn’t cover all dimensions of EI
and thus the picture provided is incomplete (Perez et al., 2005). Also, it doesn’t provide
a clear structure for each of the subscales of EI (Perez et al, 2005). Criticism was also
directed due to a lack of reverse-keyed items. This can lead to possible agreeable
responding which results in an ambiguous EI score (Austin, Saklofske, Huang, &
Mckenney, 2004).

Building on Mayor & Salovey conceptual EI model, the study had to choose one
measurement tool of the MSCEIT, WEIS and SEIS in its examination. The MSCEIT
was not used in this study due to its impractical application. Moreover, even though the
WLEIS is a concise measure, yet it was developed primarily for Chinese respondents.
Hence, it was not selected as the EI measurement tool for this study given the cultural
differences between Lebanon and China. This study uses the SEIS as a short, reliable
and valid measure to determine the respondents EI levels.

Table 1 below summarizes the major EI models and measurement tools available in the
literature.
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Table 1. Summary of EI models

EI Model

Mayer
&Salovey

Goleman

Abilit
y vs.
Mixed
Ability

Conceptualization





Perceiving Emotions
Using Emotions
Understanding Emotions
Managing Emotions



Personal Competence
o Self-Awareness
o Self-Management
o Self-Motivation
Social Competence
o Empathy
o Social Skills
Intrapersonal
Interpersonal
Adaptability
Stress Management
General Mood

Mixed


Bar-On

Mixed







Measurement Ability
vs.
Tools based on
EI Models
Trait
MSCEIT/MEIS Ability
WEIS
Trait
SEIS
Trait
ECI

Trait
(SelfRater)
Ability
(MultiRater)

EQ-I

Trait

2.1.3 The relationship between EI & demographic variables

Even though the literature on EI in the business discipline is growing, little
attention has been paid to the differences in EI across demographic clusters at work
(Jamali et al., 2006). For instance, very few studies have addressed the effect of the
employee’s age, gender or managerial position on EI (Jamali et al., 2006). This research
will add value to the literature on EI by tackling this existing gap.

Recent research studying the relationship between EI and gender presented
inconsistent results (Jamali et al., 2006, Jiang, 2014). The first set of findings suggests a
significant difference in EI scores, assigning women higher EI than men (Jamali et al.,
2006; Kaifi & Noori, 2010; Thory, 2012). A study conducted by Mayer and Geher
(1996) confirms the findings using different measures of EI (Jamali et al., 2006). The
results suggest that women are better at translating nonverbal messages and at managing
and controlling their emotions (Jamali et al., 2006; Thory, 2012). They have more
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multidimensional emotional knowledge than men (Thory, 2012). Other studies indicate
that women have higher EI, but note that the difference between men and women is not
significant (Khalili, 2012). The emotional and interpersonal skills of women are better,
as indicated by their higher EI scores (Van Rooy, Alonso, & Viswesvaran, 2005). A
second set of findings asserts that no difference in overall EI scores between men and
women exists (Jamali et al., 2006; Jiang, 2014; Jorfi, Bin Yacco, & Shah, 2012; Khalili,
2012). Goleman and Bar-On’s research concurs on the similarity in EI between men and
women (Jamali et al., 2006, Jiang, 2014). Stein studied the EI of 4,500 men and 3,200
women and noticed that they possess equal EI levels. Yet, women had higher scores on
empathy and social responsibility, while men had higher scores on self-confidence and
stress tolerance (Khalili, 2012). Indeed, a number of studies show that women score
higher on three sub-scales of EI: self-awareness, empathy and attunement. Women are
said to be more empathetic, supportive, and self-aware of emotions than men (Jiang,
2014). On the contrary, a study done by Petrides & Furnham (2000) shows that men
have higher self-estimated scores than women (Jiang, 2014). Therefore, amidst the
contradicting findings, no conclusion can be derived on the effect of gender on EI and
further investigation is needed to uncover this relationship (Jiang, 2014; Van Rooy et al.,
2005). This study assumes the position that EI scores are not influenced by gender to
examine this relationship.

Goleman (1998, p. 8) explains that EI is to a great extent learned; “it develops as
we pass through life and learn from our experiences”. Studies that monitor people’s EI
levels over the years note that their capabilities improve making them better at handling
their emotions and motivating themselves, and at showing empathy and social
competence (Goleman, 1998). Bar-On (2000) shows that EI levels were higher in older
individuals, concurring that life experiences increase EI (Jamali et al., 2006). Salovey &
Mayer (1990) also state that age and work experience are positively related to EI.
Without a doubt, a number of studies highlight the positive relationship between
age/work experience and EI (Hur, Moon, & Han, 2014; Jamali et al., 2006; Shipley,
Mary Jo, & Sharon, 2010; Van Rooy et al., 2005). The findings of these studies are
supported by the lifelong learning effects theory that considers that as employees age
26

they will have more learning opportunities to develop their EI (Hur et al., 2014). One
study showed that EI increases slightly with age, yet it concluded that while the slight
majority of older individuals have higher EI, many young individuals have higher EI
than those who are older than them (Khalili, 2012). Some studies suggest that the
relationship is an inverted-U curve, one with EI reaching its peak between the ages of 35
and 44 to only decrease thereafter (Shipley et al., 2010). Other studies disagreed with the
majority of findings and uncovered that age does not have a significant effect on EI
(Jamali et al., 2006; Van Rooy et al., 2005). Therefore, in the presence of mixed
findings, the relationship between age/work experience and EI remains uncertain (Jamali
et al., 2006; Van Rooy et al., 2005). The research on the relationship between work
experience and EI specifically is scant, yet the direction of the findings suggests that EI
increases as work experience increases (Hur et al., 2014). This study will build its
hypothesis in accordance with the prevalent view that EI increases with age and work
experience.

Goleman (1998) further indicates that the higher an employee’s position in the
organization, the more important EI becomes. The value of EI increases as employees
advance in the organization (Fatt, 2002). This can be explained by EI related
competencies such as flexibility, conflict management, social reasoning and persuasion
that become more and more important with higher career levels in the organization
(Kunnanatt, 2008). Jamali et al. findings (2006) show that senior managers had higher
EI (on 3 out of 5 dimensions) than middle managers who, in turn, had higher EI than
employees at lower levels. Similarly, a study by Dulewicz and Higgs (2003) realized
that senior directors had significantly higher overall EI scores than managers, while no
differences were portrayed regarding intellectual or managerial competencies
(Kunnanatt, 2008). Indeed, EI is a central competence that leaders need at work (Khalili,
2012). Therefore, this study proposes that employees at higher work positions possess
higher EI levels.
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Building on the above review, this study aims to examine the below hypotheses.

Hypothesis 1:

No significant difference in overall EI scores exists between men and
women.

Hypothesis 2:

A positive relationship between the employees EI scores and their age
exists.

Hypothesis 3:

A positive relationship between the employees EI scores and their work
experience exists.

Hypothesis 4:

A positive relationship between the employees EI scores and their work
positions exists.

The hypotheses are depicted in Figure 5 below.

No Relationship
(+)
(+)
(+)

Figure 5. EI and demographic variables hypotheses
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2.2 Structural Career Advancement (Upward Promotion)
The career advancement literature review will be divided into three subsections as
follows: Career advancement and its factors, Training-Structural career advancement
relationship, and EI-Structural career advancement relationship.

2.2.1 Career advancement & its factors

The professional goals and visions of employees often involve career success.
Even though heightened research interest in this topic has been exhibited, the definition
of career success remains elusive (Laud & Johnson, 2012). The criteria associated with
career success ranges between objective and subjective at opposite ends of the
continuum. Without a doubt, subjective career success, including work-life balance and
fulfillment of personal goals, is challenging to study as standards of success vary among
individuals (Laud & Johnson, 2012). On the other hand, objective career success,
entailing compensation, job title and level, promotions and career path, has more
tangible facets to address (Laud & Johnson, 2012). Promotions, a pronounced indicator
of career success and career growth, are within this study’s scope of interest. The factors
responsible for upward promotions or structural career advancement have not been
clearly understood (Wood, 2006). Hence, this study presents an added value to the
career advancement literature.

Hall (1996) defines a career to be a series of upward movements with increasing
income, power, status and security. This traditional concept of careers focused on
hierarchy, stability and clearly defined jobs for career advancement (Leung, 2007). On
the contrary, new contemporary models of careers such as the boundaryless career and
the protean career show that progression is not necessarily linear within a few firms
(Leung, 2007). Contemporary careers are reflective of today’s workplace. In those
careers, work arrangements’ boundaries are changing, uncertainty and unpredictability is
increasing, and careers are becoming more and more dependent on individual agency
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(Arthur, 2008). Accordingly, careers can be defined as the evolving sequence of an
individual’s work experience over time (Arthur, 2008; Carmeli et al., 2007).

Given the changing nature of organizations and careers, career advancement can
be defined as the person’s ability to obtain better access to resources and higher status
within organizations (Heimler, Rosenberg, & Morote, 2012). Career advancement
reflects the employees’ career movement, either via vertical or horizontal mobility.
Advancement can entail moving up the organizational hierarchy or moving to other
functions within the organization to benefit from experience for developmental purposes
(Carmeli et al., 2007). Generally speaking, career advancement can refer to one or more
of the following: increase in job responsibility, increase in authority, increase in income
and/or benefits, and progression to a higher level of the organization hierarchy (Leung,
2007). The most commonly used measures to quantify career advancement are increase
in income and upward movement in job level (Thurasamy et al., 2011).

The likelihood of an employee’s promotion is fundamental to the concept of
career advancement (Carmeli et al., 2007). However, nowadays, organizations’
structures are more flat, which makes career advancement in terms of upward promotion
greatly competitive and hard to obtain (Salami, 2010). As a result, employees are
reaching a career plateau, which is defined as “the point in career where the likelihood
of additional hierarchical promotion is very low” (Salami, 2010, p.72). Career plateauing
can be classified into hierarchical (structural) and content plateauing. This study will
focus on hierarchical plateauing, which reflects the limited likelihood for vertical
progression within an organization (Salami, 2010). Notably, barriers impeding career
advancement were found to be the most common reasons for breaches of the
psychological contract between an employee and his/her organization (Briggs, Jaramillo,
& Weeks, 2011). A psychological contract is an unwritten arrangement between
employees and their respective organizations involving mutual obligations. For instance,
hardworking employees expect their organizations to offer them advancement
opportunities (Briggs et al., 2011). Frequently, violations to psychological contracts are
negatively related to job attitudes (Briggs et al., 2011). Lack of promotion results in
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negative effects on both employees and organizations including decreased job
satisfaction, decreased organizational commitment, decreased productivity and increased
turnover (Briggs et al., 2011; Leung, 2007). Similarly, most career plateauing research
concurs on these findings (Salami, 2010; Nachbagauer & Riedl, 2002). Still, the
literature on career plateauing provides inconsistent results and further research is
required (Salami, 2010).

Most assuredly, promotions benefit employee-employer relationships. They are a
successful approach to reward competent employees, to retain prospective employees
and meet the needs of the human resources department (Leung, 2007). Promotions
motivate employees to perform better and achieve career goals (Carmeli et al., 2007).
They are often related to positive work attitudes such as reducing voluntary turnover
(Zhao & Zhou, 2008) and increasing job satisfaction (Leung, 2007). Yet, advancing up
the career ladder is often troublesome, as the nature of promotions remains ambiguous
and subjective (Leung, 2007). The unquenchable thirst for career advancement puts
researchers to work to uncover the “recipe” for progressing in the corporate jungle
(Thurasamy et al., 2011). Personal qualities and work environment factors blend to
promote employees progression up the organization hierarchy (Wood, 2006). The
factors contributing to employees’ advancement can be classified as situational or
personal. Figure 6 summarizes the major career advancement factors.
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Figure 6. Factors of career advancement

Situational factors refer to organizational and job aspects such as the type of job,
the importance of the job to the firm, and the power associated with it (Leung, 2007).
Personal factors refer to job-related human capital such as education, seniority, training,
individual traits and work experience (Leung, 2007; Wood, 2006). Decisions regarding
who advances up the organization hierarchy are highly dependent on individual traits,
human capital investments and managerial skills that make the employee ready for the
demands of managerial jobs (Wood, 2006). Human capital explanations emphasize that
advancement can be obtained by expanding one’s developmental opportunities to
improve and widen his/her skills (Leung, 2007). Employees realize more than ever the
need for continuous learning and development to fulfill their potential, especially that
organizations are becoming less likely to satisfy their psychological and economic needs
(Laud & Johnson, 2012). Employees who seek skills rewarding learning opportunities
will increase their employability and marketability (Leung, 2007).
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2.2.2 Training-Structural Career Advancement Relationship

The significance of training for today’s businesses is reflected in the extensive
research on the topic (Hansson, 2007). The benefits from training are not restricted to
employees only, but extend to the organizations they work for (Khumalo, 2001).
Training equips employees with the needed knowledge, skills and attitudes to promote
their own career growth, as well as the organization’s growth (Kulkarni, 2013).

The most vital entity of the organization, the employee, gains better skills from
training, improving his/her job proficiency and performance level (Falola et al., 2014;
Ismail, 2016; Khumalo, 2001, Truitt, 2011). As the employee’s skills and performance
develop, his/her prospects for promotion, often associated with higher wages, flourish
(Khan, 2012). Still, the relationship between training and employee attitudes is less clear
in the literature (Ismail, 2016). Principally, it was shown that training enhances
employee attitudes (Ismail, 2016). Employees with positive attitudes become more like
shareholders in the organization; they consider job accomplishment an utmost priority
(Truitt, 2011). Training boosts the employees’ motivation and willingness “to go above
and beyond to meet their job requirements” (Truitt, 2011, p. 9). Training, if positive, can
also reduce the employees’ work-related anxiety and frustration (Truitt, 2011). It has a
significant positive effect on job involvement, job satisfaction, organizational trust and
commitment (Ismail, 2016; Truitt, 2011).

As for organizations, they invest their monies on training with the confidence
that the yielded returns are much greater. In 2013, organizations spent more than 130
billion dollars worldwide on training (Ismail, 2016). This reflects the paramount value of
training for organizations (Ismail, 2016). Since training updates old talents and develops
new ones, it is an approach organizations use to attract high-caliber employees who
constantly seek development (Khumalo, 2001; Kulkarni, 2013). Subsequently, training
and development provides organizations with enhanced performance, increased
productivity and a competitive advantage (Falola et al., 2014; Khumalo, 2001). It can
provide substantial support to the organization's effectiveness and profitability
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(Kulkarni, 2013). Organizations who often seek excellence adopt a career development
approach titled “productivity through its people” (Khumalo, 2001). They create an
environment of continuous learning and align the organization goals with those of its
employees at all levels (Ganesh, 2012; Khumalo, 2001). However, the main concern for
organizations remains losing the employees they invested in and trained to their
competitors (Ismail, 2016). Indeed, high turnover rate decreases the organization’s
ability to recover its investment and is a key determinant in training decisions (Hansson,
2007). Nevertheless, recent findings suggest that the economic benefits of training
exceed the turnover costs (Hansson, 2007). Thus, organizations’ investments in training
seem to be lucrative. Figure 7 highlights the benefits of training for both the employee
and the organization.

Figure 7. Benefits of training

Training and prior promotions were considered two of the most imperative
predictors of promotions (Heimler et al., 2012; Melero, 2010; Pergamit & Veum, 1999;
Tharenou et al., 1994; Wood, 2006). Undeniably, training is key for structural career
advancement. Two sets of theories in the human capital models emphasize the role of
training in career advancement. The first set of theories focuses on human capital
accumulation and learning of abilities. According to this conceptual approach,
promotions are the consequence of re-assigning gained skills to higher-responsibility
jobs, as they will yield greater productivity. Accordingly, when training increases an
employee’s skills, it should increase his/her likelihood for upward promotion (Melero,
2010). An example would be the reinforcement theory that states that training provides
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employees with the opportunity to improve and attain optimal performance, which can
lead to their promotion to a higher level (Falola et al., 2014). The second set of theories
state that training investment decisions are based on positive beliefs of the employee’s
ability. Hence, the training decision itself is positively correlated with career
advancement prospects to higher positions (Melero, 2010). Even though both
approaches tackled training, the latter approach focused on training specific to the job
since it will be more valuable to the organization investing in it (Tharenou et al., 1994;
Melero, 2010). Nevertheless, generally, training can develop the employee’s knowledge,
skills, credentials and credibility, and put him/her at an advantage for structural career
advancement (Tharenou et al., 1994). Indeed, training is considered a main determinant
of structural career advancement (Heimler et al., 2012; Melero, 2010; Pergamit &
Veum, 1999; Tharenou et al., 1994; Wood, 2006).

Based on the above literature, the study hypothesizes that employees who receive
more training are more likely to be promoted up the career ladder or in other terms are
less likely to encounter a structural career plateau.

Hypothesis 5: Training is negatively related to structural career plateauing.

2.2.3

EI-Structural Career Advancement Relationship

Organization life can be described as ambiguous, complex, and uncertain (Laud &
Johnson, 2012). The major challenge facing career literature today is uncovering the
reasons certain employees are selected for promotions, while others are not (Carmeli et
al., 2007). The career path of one individual differs from that of another (Thurasamy et
al., 2011). The numerous career routes and the intense competition for advancement
require employees to be fully equipped with skills that allow them to take precedence
(Laud & Johnson, 2012). Still, continuous education and development should be coupled
with individual agency for the employees to be truly competitive (Laud & Johnson,
2012). Truly, at both the short and long term, personal factors such as individual traits
are considered important predictors for career advancement. Employees who advanced
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in their career were found to be “ambitious, advancement and career motivated, capable
of self-monitoring, with high achievement needs and work involvement, high levels of
motivation to manage, intelligence and suited to the task demands of managerial jobs”
(Wood, 2006). Employees take primary responsibility in managing their careers and
achieving their promotion to higher levels (Heimler et al., 2012). Accordingly,
employees develop their own strategies to progress their careers (Laud & Johnson,
2012).

The right combination of academic credentials, skills, expertise, and work
experience may not be enough to move up the career ladder. While less qualified
individuals in terms of education, knowledge or skills may earn promotions easily
(Miller-Wilson, 2008). This variation in career advancement can be attributed to the
employee’s EI (Goleman, 1998; Kunnanatt, 2008). Goleman also asserts that EI
influences almost everything you do at work (Khalili, 2012). According to Goleman,
different types of EI are needed at work depending on the type of job. For example, sales
agents may need interpersonal skills to sell their product, while researchers working in a
solitary setting require a different type of EI that deals with self-motivation (Khalili,
2012). Thus, EI holds an eminent role in individuals’ careers irrespective of the type of
job.

The research that portrays the effect of EI on job performance, career success
and career advancement is relatively scant (Dulewicz & Higgs, 2000). Still, the findings
that document the importance of EI for effective performance at work are growing
(Jamali et al., 2006). EI plays a significant role in determining success at work
(Dulewicz & Higgs, 2000, Jamali et al., 2006). A positive relationship between EI level
and workplace performance exists (Dulewicz & Higgs, 2000; Khalili, 2012; O'Boyle,
Humphrey, Pollack, & Hawver, 2011). Goleman’s study (1998) shows that 67 percent (2
out of 3) of the abilities necessary for effective performance were emotional in nature.
Thus, emotional competence was twice as important as IQ and expertise. EI is
imperative for effective management and leadership within organizations and it becomes
more and more important at higher managerial levels (Jamali et al., 2006). Goleman
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(1995) explains that EI is a determining factor for career advancement. Dulewicz and
Higss (2000) research of 1000 managers followed over seven years shows the EI factors
contributed to 36 percent of the employee’s career progression, while intellectual
intelligence contributed to only 27%. Thus, EI can be a better determinant than IQ in
moving your career forward. Simply, the careers of employees with high level of EI
differ from those with low levels of EI, as they “perform better and develop steadier
career paths” (Kunnanatt, 2008, p. 618). For instance, the performance of executives
who are aware and understand their own and other employees’ feelings, and use this
understanding to motivate and connect with others, and are able to manage their own
emotions are shown to be by far more effective than those who separate emotions from
their management practice (Kunnanatt, 2008).

Even though the above review does not detail EI literature regarding job
performance and career progression, it is sufficient to show that the general direction is
EI augments employees’ job performance and career prospects (Kunnanatt, 2008). The
theory of signaling can support the role EI plays in obtaining promotions. According to
this theory, organizations lack complete knowledge about the employee and use easily
identified signals to make promotion decisions (Carmeli et al., 2007). For instance, the
signal can be effective performance at the job, which in turn endorses structural career
advancement (Carmeli et al., 2007). Hence, employees with higher EI will perform
better (signal), making them more likely to be promoted (Kunnanatt, 2008). Another
signal can be the impression the employee leaves on the manager (Carmeli et al., 2007).
Employees with good interpersonal skills will easily integrate into the work system and
impress their superiors by showing their commitment to the organization (Leung, 2007).
Hence, employees who impress their managers by cultivating favorable relationships
(signal) will be at an advantage for progressing to higher positions. As a matter of fact,
interpersonal skills, which reflect EI, were considered to be the most beneficial tactic for
employees’ ascent to higher positions (Laud & Johnson, 2012). Employees use their
interpersonal skills to bond with their superiors and deliver their intentions for upward
mobility, display their work and support their superiors’ goals (Laud & Johnson, 2012).
Emotionally intelligent employees interact with their social environment to create win37

win relationships and display collaborative work (Kunnanatt, 2008; Leung, 2007). The
value of employee networking can’t be overemphasized in obtaining better pay and
structural career advancement (Briggs et al., 2011). Social competence and handling of
relationships are an integral component of EI, yet they do not offer a complete picture of
EI. According to Mayer & Salovey’s ability model, elements of EI also include knowing
one’s emotions, recognizing emotions in self (self-awareness) and others, managing
emotions in self and others, motivating one self, delaying gratification (Dulewicz &
Higgs, 2000). Other components of EI such as self-motivation can be considered a signal
as well; self-motivation is often portrayed by the employee’s readiness for challenge and
ambition to succeed at work. It was found to be the second most beneficial tactics on the
upward mobility route (Laud & Johnson, 2012). Thus, it is consistent to propose that
managers who consider their employees to be emotionally intelligent (signal) will be
considered favorably in promotion decisions up the career ladder.

Based on the above review, the study hypothesizes that employees who have
higher EI levels are more likely to be promoted up the career ladder or in other terms are
less likely to encounter a structural career plateau.

Hypothesis 6: EI is negatively related to structural career plateauing.

The hypotheses to be examined are depicted in Figure 8.

(-)
(-)

Figure 8. Structural career plateauing model
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Chapter Three
Methodology
This chapter is divided into two sections: study design and sample description.

3.1 Study Design
Self-administered e-surveys were used for data collection since they are a fast and
inexpensive method. The cross-sectional e-survey was constructed via Google forms to
test the proposed hypotheses. E-surveys were used since they are easily filled-in and
accessible to the respondents. Moreover, “respondents may be more honest about
sensitive matters since their anonymity is maintained and interviewer bias is absent”
(Zikmund, Babin, Carr, & Griffin, 2010, pp. 188-195). Participation in the study was
voluntarily.

The survey instrument consisted of 53 close-ended questions and was divided into
four sections: Demographic, Training, Emotional Disposition and Career Advancement.
The first section gathered general demographic information about the respondents such
as their gender, age and marital status. The second section investigated the respondents
opinions about the training opportunities offered to them by their organization. The third
section aimed to determine the respondents EI levels. The term EI was not mentioned in
the survey to avoid incurring any form of bias. Instead, the term emotional disposition
defined as the individual’s tendency to experience and express certain emotions more
powerfully and/or more frequently than others was used (Scherer & Brosch, 2009). The
final section inquired about the respondents’ prospects to advance to higher levels in
their organization.

The measures used in each of the sections are listed below respectively.
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Control Variables
A number of demographic variables that are regularly investigated in the literature were
included in the survey as control variables (Ismail, 2016; Jamali et al., 2006; Zhao &
Zhou, 2008). In particular, age, gender, marital status, education level, working status,
work position, work experience, work experience at current organization, and company
size were the control variables in this study.

Training
A five-item scale developed by Newman et al. (2011) was utilized to determine the
employees’ percieved availibilty of training. Percieved availability of training refers to
“the extent employees feel they can access training opportunities in their current
organization” (Newman, Thanacoody, & Hui, 2011, p. 1769). Sample items include
“good opportunities to learn general skills and knowledge inside the organization which
may be of use in my future career” and “My organization provides assistance for its
employees to take management training and development courses”. The responses were
scored on a five-point Likert scale ranging from 1 (strongly disagree) to 5 (strongly
agree). Higher scores suggested higher perceptions of available training. Newman et al.
(2011) obtained a good scale reliability score of 0.928. The scale has been used in recent
studies on training such as the study conducted by Bashir & Long (2015). Internal
reliability for this study was 0.814.

Emotional Intelligence
Schutte et al.’s (1998) 33-item scale was utilized to measure trait EI. The scale assesses
the respondents’ ability to identify, understand, regulate, and harness emotions in
themselves and in others (Schutte et al., 1998).It is used in research that aims to explore
the nature and effect of EI (Schutte et al., 1998). All responses were on a five-point
Likert scale ranging from 1 (strongly disagree) to 5 (strongly agree). Three items (5, 28
and 33) were reverse scored. EI scores can range between 33 and 165; higher scores
indicating greater EI. Sample items include “I am aware of my emotions as I experience
them” and “Other people find it easy to confide in me”. This scale is widely used in EI
research since it is considered concise compared to other measures (Austin et al., 2004).
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The test-retest and internal reliabilities are considered good, with the latter averaging
0.87 across numerous samples (Schutte, 2014). In this study, a similar coefficient alpha
of 0.866 was obtained.

Structural Career Plateauing
A six-item measure of structural plateauing developed by Milliman (1992) was used to
determine the respondents’ likelihood to advance hierarchically within their current
organization. This measure has been used previously in career plateauing research
(Salami, 2010) and in structural career advancement research (Weer, 2006). The
responses were on a five-point Likert scale ranging from 1 (strongly disagree) to 5
(strongly agree). The scale included two reverse items (2 and 6). Higher scores reflected
a higher level of structural career plateau. Items in this measure include “I expect to be
promoted frequently in the future in my company” and “My opportunities for upward
movement are limited in my present organization”. The internal consistency reported by
Milliman (1992) was 0.90. Cronbach's Alpha for this study was 0.857.

A complete list of the study measures used is present in the survey in Appendix A.

After the survey design was complete, approval of the protocol exempt application
from the Institutional Review Board (IRB) at the Lebanese American University was
obtained to ensure adherence to ethical norms. Subsequently, snowball sampling, a nonprobability sampling procedure, was employed to identify employees in Lebanese
organizations. Using this sampling procedure, the sample group grows similar to a
rolling snowball accumulating snow. Existing respondents recruit future respondents
who are suitable for the study from their connections (Zikmund et al., 2010, p. 398). A
conventional data sample is challenging to obtain in the Middle East region (Ismail,
2016).This challenge was experienced first-hand in this study as invitation letters of
participation circulated with numerous organizations across different sectors such as
education, telecommunication, food service and banking were rejected or disregarded.
The invitation letter emailed to the human resource departments of organizations is
available in Appendix B. Hence, snowball sampling was more feasible; especially that it
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is a low-cost data collection method (Zikmund et al., 2010, p. 398). A total of 140
surveys were collected, but 9 of which were not usable. Hence, the final sample
consisted of 131 respondents. Respondents from diverse types of industries such as
healthcare, financial services, telecommunication, education and journalism were
approached initially to ensure the pool of respondents is not limited to one industry. The
primary data obtained were analyzed using SPSS statistical package through descriptive
(frequencies and means) and inferential statistics (independent sample t-tests, correlation
analyses, and regression analysis).

3.2 Sample Description
The majority of the respondents who were surveyed were females (67%). As for age,
about 64% of the respondents were between 21 and 30 years old, around 28% were
between 31 and 40 years old, 6% were between 41 and 50 years old, and 2% were aged
more than 51 years. Furthermore, most of the respondents were single (~70%), 28%
were married, about 2% were divorced, and less than 1% were widowed. Nearly all of
the respondents (~96%) were highly educated holding either a bachelor’s (34%), a
master’s (52%) or a doctorate degree (10%). This mirrors the commonly known fact that
Lebanese employees are among the most educated employees globally (Ismail, 2016).
Most respondents were employed in full-time jobs (92%). Regarding work positions,
more than half of the respondents (~62%) held non-managerial jobs. The remaining
were first-level (15%), middle-level (~20%) or top-level (4%) managers. Moreover,
44% of the respondents were working for more than 6 years and only 8% were working
for less than a year. Generally, the majority of employees (~66%) had a work experience
over 3 years. In terms of work experience at their current organization, 40% were
working in their current organization for 1 to 3 years, 23% for less than a year, 18% for
4 to 6 years, and 20% for more than 6 years. Hence, most of respondents (~77%) had
been working at their current organization for more than a year. Finally, 45% of
respondents worked at large organizations employing more than 500 employees, while
22% of respondents worked at small organizations employing less than 50 employees.
According to the ministry of economy and trade in Lebanon, small and medium
enterprises employing less than 100 employees account for about 93% to 95% of the
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organizations in the country (Inventis, 2014). And, more than half (~53%) of employees
in the Lebanese population work in organizations that have an employee bracket greater
than 100 (Inventis, 2014). In our sample, 64% of respondents were employed in
organizations with more than one hundred employees. Generally, even though our
sample does not completely match the market distribution regarding employment
relevant to company size, our sample fairly reflects the Lebanese market distribution.
The snowball sampling technique utilized can explain the discrepancy between the
Lebanese market and our sample; employees in large organizations are more likely to
invite participants from the same organizations to participate in this study, which might
have influenced our sample distribution.

Table 2 below details a summary of the sample description.

Table 2. Sample description (n= 131)

Gender

Age

Marital Status

Education Level

Working Status

Frequency

Percent

Female

88

67.2

Male

43

32.8

21 to 30

84

64.1

31 to 40

36

27.5

41 to 50

8

6.1

More than 51

3

2.3

Single

91

69.5

Married

37

28.2

Divorced

2

1.5

Widowed

1

0.8

High School

5

3.8

Bachelor

44

33.6

Master

69

52.7

Doctorate

13

9.9

Full-time

121

92.4

Part-time

10

7.6

43

Non-Manager

81

61.8

First-Level Manager

19

14.5

Middle-Level Manager

26

19.8

Top-Level Manager

5

3.8

Less than 1 year

10

7.6

1 to 3 years

35

26.7

4 to 6 years

28

21.4

More than 6 years

58

44.3

Less than 1 year

30

22.9

Work experience at

1 to 3 years

52

39.7

current organization

4 to 6 years

23

17.6

More than 6 years

26

19.8

1 to 50

29

22.1

51 to 100

17

13

101 to 250

10

7.6

251 to 500

15

11.5

More than 500

59

45

Missing

1

0.8

Work Position

Work Experience

Company Size
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Chapter Four
Results
The means and standard deviations of the main study variables (training, EI, and
structural career plateauing) averages were computed. Also, the mean and standard
deviation for the overall EI score were calculated to facilitate comparison with the
results of other studies. Table 3 summarizes the results.

Table 3. Descriptive statistics of study variables

Standard

Variable

N

Minimum

Maximum

Mean

Training

125

1

5

3.34

0.8

122

1

5

2.98

0.91

EI

121

2.91

4.91

3.85

0.38

Overall EI

121

96

162

126.98

12.44

Deviation

Structural
Career
Plateauing

Correlation analysis was performed to examine the relationships between the
organizational factor (i.e. training) and the psychological factor (i.e. EI) and structural
career plateauing. The level of significance was established at p <0.05. Table 4 below
summarizes the results of the correlation analysis, which also include our demographic
variables.
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Table 4. Correlation analysis matrix (n=131, **p<0.01, *p<0.05)

The findings show that a negative correlation between training and structural career
plateauing exists, r=-0.348, n=117, p<0.01. Moreover, training was positively correlated
with EI,r= 0.199, n=116, p<0.05.The Pearson’s r data analysis revealed two
demographic variables that were positively correlated with EI: Marital status (r= 0.27,
n= 121, p< 0.01) and company size (r= 0.21, n= 120, p <0.05).Also, the employees’
years of overall work experience and years of work experience at their current
organization were positively correlated with structural career plateauing (r= 0.184, n=
122, p <0.05 and r= 0.182, n= 122, p <0.05 respectively).

Age, work position and work experience were not correlated with EI (r= 0.122, n= 121,
r= 0.079, n= 121 and r= 0.061, n= 121 respectively). Accordingly, hypotheses 2, 3 and 4
were rejected.
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Several correlations were also demonstrated among the different demographic variables.
First of all, age was positively correlated with marital status (r= 0.46, n= 131, p <0.01),
work position (r= 0.208, n=, 131, p <0.05), work experience (r= 0.517, n= 131, p <0.01),
work experience at current organization (r= 0.464, n=131, p <0.01), and company size
(r= 0.226, n= 130, p <0.01). Similarly, marital status was positively correlated with work
experience (r= 0.305, n= 131, p <0.01) and work experience at current organization (r=
0.28, n= 131, p <0.01). Work status was negatively correlated with company size (r= 0.182, n= 130, p <0.05). A positively correlation was exhibited between the employees’
work position and overall work experience (r= 0.394, n= 131, p <0.01). Also, the
employee’s work position was negatively correlated with company size (r= .0189, n=
130, p < 0.05). Work experience was also significantly positively correlated with the
work experience at the employee’s current organization (r= 0.539, n= 131, p <0.01). The
latter was also correlated with company size(r= 0.32, n= 130, p <0.01).

Moreover, a linear regression was calculated to predict structural career plateauing based
on training. A significant regression equation was found (F (1,115) = 15.801, p <0.01),
with an R2 of 0.121. Training was a significant predictor of structural career plateauing
(p < 0.01), confirming hypothesis 5. Besides, based on the correlation depicted above
between training and EI, another linear regression was performed to examine if EI is a
predictor of training. A significant regression equation was found (F (1,114) = 4.696, p
<0.01), with an R2 of 0.04. Hence, EI is a significant predictor of career plateauing.
These relationships may suggest that EI is a mediating variable between training and
structural career plateauing.

However, the multilinear regression predicting career

plateauing based on training and EI dispels this assumption. The regression equation
indicated significance (F (2, 108) = 8.871, p < 0.01), with an R2 of 0.141. The findings
show that EI did not have a significant negative effect on structural career plateauing (p
>0.05). Hence, hypothesis 6 is rejected. The coefficients of the regression analyses are
presented in Table 5 below. The complete regression models are presented in Appendix
C.
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Table 5. Regression analyses coefficients
Model 1 Coefficientsa

Model
1 (Constant)
Training

Unstandardized Coefficients
Std.
B
Error
4.271

.339

-.394

.099

Standardized
Coefficients
Beta

t

-.348

Sig.

12.613

.000

-3.975

.000

a. Dependent Variable: Structural Career Plateauing

Model 2 Coefficientsa

Model
1 (Constant)

Standardized
Coefficients

Unstandardized Coefficients
Std.
B
Error

EI

1.669

.759

.426

.196

Beta

.199

t

Sig.

2.199

.030

2.167

.032

a. Dependent Variable: Training
Model 3 Coefficientsa

Model
1 (Constant)
EI
Training

Unstandardized Coefficients
Std.
B
Error
4.889

.866

-.147

.224

-.414

.105

Standardized
Coefficients

a. Dependent Variable: Structural Career Plateauing
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Beta

t

Sig.

5.645

.000

-.060

-.658

.512

-.359

-3.953

.000

Normality tests were performed for overall EI grouped by gender. The KolomogorovSmirnov test, one of the most used normality tests in research (Ghasemi & Zahediasl,
2012), indicated normal distribution for both women and men (D (80) =0.075, p >0.05
and D (41) =0.065, p >0.05 respectively).The Shapiro-Wilk test was also used as
recommended by several researchers given its better accuracy and “power to detect
whether a sample comes from a non-normal distribution” (Ghasemi & Zahediasl, 2012,
p.487). From Table 6, the p-values are 0.295 and 0.844 for women and men respectively
confirming the normal distribution of data.

Table 6. Normality tests of EI by gender
Kolmogorov-Smirnova
Gender:
EI

Statistic

df

Shapiro-Wilk

Sig.

Statistic

df

Sig.

Women

.075

80

.200*

.981

80

.295

Men

.065

41

.200*

.985

41

.844

*. This is a lower bound of the true significance.
a. Lilliefors Significance Correction

Table 7 portrays the descriptive statistics of overall EI by gender. Women’s overall EI
scores (M=127.4, SD=11.81) were slightly higher than those of men (M=126.15, SD=
13.71).

Table 7. Descriptive statistics of overall EI by gender

Standard
N

Mean

Error
Mean

Standard
Deviation

Median Minimum Maximum

Women

80

127.4

1.32

11.81

127

100

162

Men

41

126.15

2.14

13.71

126

96

153
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As indicated by the correlation analysis, gender was not correlated with EI, r= -0.048, n=
121, p >0.05. Moreover, given that our data is normally distributed, an independent
sample t-test was performed to examine whether a significant difference existed between
men and women overall EI scores (Zikmund et al., 2010, p. 534). The test revealed no
statistically significant difference between men and women t (119) = 0.602, p > 0.05.
Hypothesis 1 is supported. The results are presented in Table 8.

Table 8. Independent sample t-test of overall EI by gender
Levene's
Test for
Equality of
Variances

Overall
EI

Equal
variances
Assumed

F
1.822

Sig.
.180

t-test for Equality of Means

T
.523

Sig.
(2tailed)
.602

df
119

Mean
Difference
1.25366

95%
Confidence
Interval of the
Difference
Lower Upper
-3.492 5.9999

Std. Error
Difference
2.39701

Further analysis was performed to examine the positive correlation between EI and
marital status, as such finding is considered valuable to Lebanese research studying EI
and demographic variables. The Kolomogorov-Smirnov test and the Shapiro-Wilk test
were used to determine normality of the data grouped by marital status. From Table 9,
the p-values of the Shapiro-Wilk test are 0.377 and 0.567 for single and married
employees respectively confirming the normally distribution of the data.
Table 9. Normality tests of EI by marital status
Kolmogorov-Smirnova
Gender:
EI

Statistic

df

Sig.

Shapiro-Wilk
Statistic

df

Sig.

Single

.081

84

.200*

.984

84

.377

Married

.077

34

.200*

.974

34

.567

*. This is a lower bound of the true significance.
a. Lilliefors Significance Correction
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Table 10 below displays the descriptive statistics of overall EI by marital status. Married
employees overall EI scores (M=132, SD=12.18) were greater than those of single
employees (M=124.7, SD= 12.12).

Table 10. Descriptive statistics of overall EI by marital status

Standard
N

Mean

Error
Mean

Standard
Deviation

Median

Minimum

Maximum

Single

84

124.7

1.32

12.12

125

96

158

Married

34

132

2.09

12.18

133.5

111

162

Furthermore, an independent sample t-test was performed to examine whether a
significant difference existed between single and married employees overall EI scores.
The test indicated a statistically significant difference between single and married
employees t (116) = .004, p < 0.05. Table 11 shows the results of the independent
sample t-test. Employees who were divorced and widowed were not considered in the
analysis given their trivial sample size, two and one employee respectively.

Table 11. Independent sample t-test for overall EI by marital status
Levene's
Test for
Equality
of
Variances

Overall
EI

Equal
variances
Assumed

t-test for Equality of Means

F

Sig,

T

.100

.753

-2.958

Df

Sig.
(2taile
d)

Mean
Differen
ce

Std.
Error
Differen
ce

116

.004

-7.29762

2.46688
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95% Confidence
Interval of the
Difference
Lower
Upper
-12.183

-2.4116

Chapter Five
Discussion
As a start, we will discuss the findings of the descriptive statistics. As presented
in Table 3, the main study variables means were above average with the respondents
scoring highest on EI and lowest on structural career plateauing. Researchers repeatedly
request contextualizing research within their macro-environments to provide a clearer
culturally relevant comprehension of the matter at hand (Ismail, 2016). Our study results
indicate that employees are not greatly career plateaued structurally. Our findings were
compared to Salami’s study (2010) on Nigerian employees since the same scale was
utilized in both studies. Salami (2010) reported a mean of 3.62 (SD=0.89, n= 280)
compared to our mean of 2.98 (SD=0.91).

Regarding training, Arab organizations generally don’t consider training a
necessity but rather a leisure activity provided to the selected few (Jehanzeb, Rasheed, &
Rasheed, 2013). Training practices in Arab countries seem to be insufficient in terms of
assessing training needs, selecting trainees, implementing training programs and the
subsequent evaluations (Jehanzeb et al., 2013). Training opportunities in Lebanese
organizations are limited and restricted to short-term and specific training (Ismail, 2016).
As a result, employees acknowledge this reality and don’t have high perceptions of the
available organizational training. For instance, Jehanzeb et al. (2013) studied the
perceived availability of training using also Newman et al.’s scale (2011) in a Saudi
organization. Respondents in KSA (n=251) had slightly lower training scores (M=3.18,
SD=0.86) compared to our study (M= 3.34, SD=0.8).

Research on EI in a Lebanese organizational context remains novel; our study
caters to the need of addressing EI cross-culturally (Jamali et al., 2006). Even though
cross-cultural EI research is still in its initial phase, the evidence suggests that abilities
related to expression of emotions and EI vary across cultures (Stough, Saklofske, &
Parker, 2009, p. 58). The overall EI scores provided by our findings were compared to
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available studies in an organizational context using the same EI scale (SEIS). The
study’s overall EI scores (M=126.98, SD= 12.44, n=121) were generally comparable to
other studies across different countries: “Israel (M=122.43, SD= 12.21, n=98) (Carmeli,
2003), Israel (M=126.39, SD=12.21, n=215) (Carmeli & Josman, 2006), Poland
(M=123.58, SD=15.15, n=330) (Oginska-Bulik, 2005) and US (M=130, SD=14.99, n
=40) (Schutte et al., 2002)” (Schutte et al., 2009, p.122-124). Possibly, Lebanon’s status
as the most Westernized nation among the Arab countries can explain the similar results
with the Western countries (Tlaiss & Kauser, 2011).

Regarding the main hypotheses of this research, the findings support our first
hypothesis; no significant difference in overall trait EI scores exists between men and
women. The results portray that women have a slightly higher overall EI mean of 127.4
(SD=11.81) compared to men’s mean of 126.15 (SD=13.71). Our findings contest
Schutte et al.’s (1998) results that indicate a significant difference. Their study of 328
individuals using the SEIS provided a mean overall EI score of 130.94 (SD=15.09) for
women and 124.78 (SD=16.52) for men (Schutte et al., 1998). Even though several
studies document a significant effect of gender on EI (Jorfi et al., 2012; Salguero,
Extremera, & Fernandez-Berrocal, 2012; Schutte, Malouff, & Bhullar, 2009), other
studies ensure no significant difference exists between men and women EI levels (BarOn, 1997; Goleman, 1998; Jamali et al., 2006;Petrides & Furnham, 2000; Schutte et al.,
2009).Our results resemble Bar-On’s (1997) (n=3831) findings using the EQ-I measure.
Even though women scored marginally better than men on overall scores, yet the effect
of gender explained less than 1% of the variance in results leading to no significant
difference in EI between men and women. Similarly, Petrides & Furnham (2000) using a
fifteen aspects self-estimated measure of EI based on SEIS found no major difference
between the overall trait EI of both genders. To explain this finding, Petrides & Furnham
(2000) indicate men as more likely to engage in self-serving biases reporting higher EI
scores, while women are more prone to self-derogatory biases reporting lower EI scores.
Moreover, biologically speaking, the evidence verifies that men and women show
different brain activity when performing emotional duties (Salguero et al., 2012). The
socialization of the individual from early childhood, specifically the relationship with his
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or her parents, can explain this variance. For instance, parents express emotions more
when discussing events with their daughters than they do with their sons (Salguero et al.,
2012). The gender differences grow in the nature of EI rather than in the overall EI level
(Alumran & Punamaki, 2008). The proximity of overall EI scores conceals the
differences in the facets of EI (Stough et al., 2009, p. 95). Goleman (1998) speculates
beyond the similar overall EI level and suggests differences in EI competencies. Women
tend to score higher on empathy and self-awareness, while men are more likely to score
higher on self-regulation (Goleman, 1998). Generally, women seem to be more aware of
their emotions and have better interpersonal skills as expressed through social
responsibility and empathy (Bar-On, 1997; Petrides & Furnham, 2000). On the other
hand, men are better at regulating emotions, coping with stress, and problem solving
Bar-On (1997).

The results of the correlation analysis reveal that age and EI are not correlated.
Hence, hypothesis 2 is not supported. A number of studies disagree with our finding, as
they indicate that older individuals have higher emotionally intelligence than younger
individuals (Khalili, 2012; Van Rooy et al., 2005). Older individuals have more life
experience, which enables them to better control and manage their emotions. They were
able to end negative upsets faster and prolong positive moods more than younger
individuals in a work setting (Arunima & Ajeya, 2014). Mayer, Caruso, and Salovey
(1999) identified the positive correlation between age and EI, by comparing the MEIS
EI scores between adolescents and adults. In another study by Labouvie-Vief et al
(1989), the significant effect of age on emotional understanding disappeared after
excluding adolescents from the analysis (Arunima & Ajeya, 2014). Accordingly, if a
positive correlation is said to exist between age and EI, it will be harder to identify in a
sample of adults only. Generally, in the studies showing significance, the effect of age
on EI has been very nominal (Arunima & Ajeya, 2014). On the other hand, numerous
studies concur with our finding; age and EI are not correlated (Alumran & Punamaki,
2008; Catwright & Pappas, 2008; Hur et al., 2014; Jamali et al., 2006; Mayer & Salovey,
1997). One explanation can be that older individuals tend to set higher expectations and
standards for success. For instance, if older individuals have higher expectations of
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themselves for controlling their emotions, then they would be more likely to report their
inability to manage their intense emotions more frequently (Arunima & Ajeya, 2014).
Furthermore, older adults face numerous challenges such as losing loved ones, declining
health and failing to fulfill their expectations. This makes situations more difficult to
handle, as they often provoke negative effects (Arunima & Ajeya, 2014). It is worth
noting that the cross-sectional nature of the majority of available research fails to capture
the real changes that occur within employees as they age (Van Rooy et al., 2005). Future
research is recommended to be longitudinal to help uncover the foggy relationship
between age and EI.

The findings demonstrate that work experience is not correlated with EI.
Hypothesis 3 is not supported. Although work experience and age are positively
correlated, as confirmed in our findings, it is worth noting that they remain theoretically
independent constructs (Hur et al., 2014). Generally, only a small number of studies
examined the association between work experience and EI (Shipley et al., 2010). The
currently available research suggests a positive relationship between work experience
and EI (Cook, Bay, Visser, Myburgh, & Njoroge, 2011; Goleman, 1995; Jamali et al.,
2006; Kaifi & Noori, 2010; Mayer & Salovey, 1997; Shipley et al., 2010; Van Rooy et
al., 2005). Work experience often includes emotion-provoking events, which influence
the employee’s cognitive and affective reactions (Catwright & Pappas, 2008; Hur et al.,
2014). Experience teaches individuals to control and manage their emotions, increasing
their emotional competence and subsequently, their EI levels (Arunima& Ajeya, 2014;
Goleman, 1995). Still, our findings are not supportive of this positive association. First
of all, every individual is unique in his perceptions, experiences and reactions to
workplace events (Arunima & Ajeya, 2014; Stough et al., 2009, p. 191). For workplace
learning to occur and increase EI levels, the work experience should include constructive
feedback, ideas exchange and chances for reflection on their work (Cook et al., 2011).
Work experiences that are believed to be difficult and challenging are more likely to
increase the employee’s EI. One can’t assume the same to be true regarding the daily job
tasks employees perform (Cook et al., 2011). Thus, it is the nature of the work
experiences the employee faces that influence his or her EI. For instance, in a study
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byCook et al. (2011), overall work experience was significantly positively correlated
with EI among students. Yet, when the students were categorized as liberal arts or
accounting majors, there was no correlation among liberal arts students, indicating the
significance of the type of experience. Moreover, even if the employee has more work
experience, there is no guarantee that he or she encountered the learning experiences
necessary to develop his or her emotional competencies and EI (Zeidner, Mathhews, &
Roberts, 2004). The existing research is clearly not sufficient to build a grounded
conclusion regarding work experience and EI. Future research is recommended to
address the nature of employees work experiences.

Our findings do not support hypothesis 4. The employee’s work position is not
correlated with his or her EI level. Very few studies investigated the relationship
between work position and EI (Jamali et al., 2006). The available research posits the
importance of EI for successful management and leadership (Carmeli, 2003; Fatt, 2002;
Jamali et al., 2006). It is central for managers to acquire a superior level of personal and
social competence, as they are responsible for sending emotional cues to employees
(Jamali et al., 2006). Emotions are not only imperative to motivate and inspire
employees on their tasks, but are necessary for managers to successfully communicate
their vision, collaborate with and lead others (Van Der Zee & Wabeke, 2004). Goleman
(1998) declares that 4 out of the abilities necessary for effective performance in top
leadership positions were emotional in nature. EI has a significant role in managing
people and leading effectively (Carmeli, 2003). Individuals who have higher EI levels
are more likely to attain success at work – which can be denoted by the individual’s
work position (Carmeli, 2003). Some research opposes our results suggesting a positive
association between EI and work position (Arbatani & Mousavi, 2012; Jamali et al.,
2006; Van Der Zee & Wabeke, 2004). In a study of 1186 top managers, trait EI scores
were higher than the general population on 11 out of 15 dimensions (Van Der Zee &
Wabeke, 2004). Jamali et al (2006) study in Lebanon also indicated “higher EI scores
among senior managers than middle managers who, in turn, had higher scores than
lower level employees on all EI dimensions except for empathy” (p. 355). The
correlations were only significant for self-awareness, self-motivation, and self56

regulation. Similarly, Arabatani and Musavi’s study (2012) in Iran suggests that EI
scores increase significantly with the level of management. This association was
exhibited on three out of five competencies: “self-awareness”, “self-regulation” and
“social skills”. On the other hand, our findings were in accordance with Jorfi et al.’s
(2012) study of employees and managers in a university in Iran. Interestingly, another
study compared the EI scores of managers and employees showing that employees had
higher scores compared to managers (3.84 and3.36 respectively) (Sy, Tram, & O'Hara,
2006). Several explanations can offer support to our results. First of all, unlike the
relative fixedness of IQ, EI is considered to be flexible. EI is likely to be more uniformly
allocated across groups and emotional competencies can be learned (Arbatani &
Mousavi, 2012). Hence, as discussed above regarding work experience and EI, EI
depends on the type of individuals’ experiences more than their relative work positions.
Furthermore, organizations’ cultures differ, influencing their goals, structures, processes,
characteristics, management and employees (Van Der Zee & Wabeke, 2004). The
competencies required for managerial positions differ based on the situation
characteristics of each position and organization. For instance, top positions in social
environments require more interpersonal competencies than those of conventional
environments such as financial administration (Van Der Zee & Wabeke, 2004). Thus,
the variance in the situational characteristics of the job position and organization
influence the manner EI develops among employees.

Our findings confirm hypothesis 5; training is negatively related to structural
career plateauing. The significant relationship demonstrated concurs with the available
literature. Numerous studies regard the relationship to be strong ensuring that training
opportunities enhance the employee’s progression to higher levels (Harris et al., 2015;
Heimler et al., 2012; Melero, 2010; Pergamit & Veum, 1999; Tharenou et al., 1994;
Wood, 2006). In Lebanon, research investigating this relationship is surely lacking (Al
Khoury, et al., 2014). Al Khoury et al.’s study (2014) included 172 employees from 19
different organizations and found that employee’s having more training are more likely
to progress up the career ladder. Our findings confirm that employees who perceive
training opportunities available to them have a positive path towards their structural
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career advancement. Even though our study did not study the employee’s training level,
yet, at the employee level, “future expectations are influenced more by realistic
assessment of opportunities than by mere past experiences, i.e. learning is more than
simple extrapolation of the past” (Nachbagauer & Riedl, 2002).

The result of the Pearson correlation shows that the relationship between EI and
structural career plateauing is indeed negative. Still, this relationship was not significant
(r=-0.114, n=115, p >0.05) denying support to hypothesis 6. According to Goleman
(1998), it is not a coincidence that the words “motive” and “emotion” have the same
Latin origins, which mean to move – great work begins with great emotions. EI is a
determinant of workplace success – one measure of success is progression to higher
levels within the organization (Carmeli, 2003; Dulewicz & Higgs, 2000). The available
studies emphasize the role of EI in obtaining an effective performance (Carmeli, 2003;
Fatt, 2002; Jamali et al., 2006; Morehouse, 2007). As a matter of fact, one study
indicated that emotional competencies were twice as important as cognitive intelligence
and expertise in obtaining an excellent performance (Fatt, 2002). On the other hand,
Goleman (1998) indicates that a lack of EI might decrease the employee’s cognitive
performance and hinder his or her ability to complete tasks, especially those that require
interaction with others. Thus, diminishing his or her opportunities for advancement.
Hence, as supported by the signaling theory, EI competencies are essential for
employees to advance in their careers to higher levels (Kunnanatt, 2008). Organizational
norms that support employees to obtain the organization’s goals often reflect a culture
that supports and rewards EI (Morehouse, 2007). Only a limited number of studies
examined this relationship between EI and advancement up the career ladder (Dulewicz
& Higgs, 2000; Morehouse, 2007; Stough et al., 2009, p. 181). One study found that
employees who are capable of regulating their mood at work are at an advantage for
promotion (Stough et al., 2009, p.181). Also, Dulewicz & Higgs study (2000)
demonstrated that EI was a stronger predictor than either intellect or managerial
competencies in determining the employee’s career advancement. Generally, the studies
that tackled EI and structural career advancement considered employees who are fairly
equal intellectually (Dulewicz & Higgs, 2000). Our study responds to Dulewicz & Higgs
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(2000) call for research that includes a diverse sample, as their sample was restricted to
managers who were already considered successful. Even though our findings were in
accordance with the existing literature, no significant relationship was uncovered. A
possible explanation could be that EI solely doesn’t explain career advancement; it
should be considered along with other factors. For instance, employees might possess
emotional competencies but lack managerial or intellectual competencies making them
less likely to be promoted. After all, EI is just one of the eight managerial intelligences
(which include cognitive, creative, intuitive, political, sociocultural, organizational, and
network intelligences) that promote career success (Stough et al., 2009, p.140).
Moreover, it is recommended that future research consider EI using a performancebased measure. For instance, the employee may not make use of his or her high level of
emotional knowledge and apply it at work or everyday life leading to lower prospects of
advancement (Stough et al., 2009, p. 106). Finally, some of the top managers in our
sample may be entrepreneurs who run their own organizations. Hence, it is unlikely for
them to progress to higher vertical levels, as they are at the highest position possible.

A brief discussion of other findings regarding EI that were not primary emphasis
in this study is provided as well. These findings provide invaluable insights regarding EI
in Lebanon, a research field that still has a lot to uncover (Jamali et al., 2006).

Our findings show that married employees have higher overall EI levels (M=132,
SD=12.18) than single employees (M=124.7, SD=12.12). EI is positively related to
marital status. Generally, the literature regarding the relationship between marital status
and EI provides mixed results (Verma, 2015). A number of studies obtained similar
results (Khodarahimi, 2015; Verma, 2015); Khodarahimi’s study (2015) indicated that
married individuals have higher EI levels than individuals who were single, divorced,
widowed or remarried. EI comprises the ability to manage our emotions in relationships
and to understand other individuals’ emotions and manage them (Goleman, 1998)
Empathy, effective conflict resolutions and interpersonal relationships are at the heart of
romantic relationships (Goleman, 1998). Thus, social support from a spouse can boost
the respondents EI.
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Another finding shows that training is positively correlated with EI. Employees
who believe they have more training opportunities available to them in their
organization had higher EI scores. Within the considerable amount of available literature
on EI, a robust consensus emerges that EI is developable and can be improved through
proper training (Boyatzis, 2009; Kunnanatt, 2008; Dulewicz & Malcolm, 2004; Meisler,
2014; Muyia, 2009; Thory, 2012). As a matter of fact, EI training has become a
multimillion-dollar industry (Kunnanatt, 2008). Functions of the rational-emotional
mind of the individual include Goleman’s (1998) EI competencies: “self-awareness”,
“self-management”, and “social awareness” (Kunnanatt, 2008). Self-awareness provides
“the foundation for self-management and social awareness, which in turn provides a
foundation for relationship management” (Muyia, 2009, p. 692). Goleman (1998)
concurs that these competencies can be learned and, subsequently, the individual’s EI
level could improve. Empirical evidence portraying this improvement is provided by
Schutte & Maalouf (2002); they compared EI scores among university students’ pre and
post EI training (Schutte et al., 2009). The SEIS scores for the first sample of 49 students
were 126.88 pre-training and 134.05 post-training, while the scores of the second sample
of 103 students were 130.79 pre-training and 131.35 post-training (Schutte et al., 2009).
Moreover, even though our training scale did not measure training levels but available
training opportunities, previous training experiences have a favorable effect on the
employees’ training attitudes (Narayan & Steele-Johnson, 2007). Employees who have
received more training related to their job are more likely to consider their work
environment as encouraging of training activities (Narayan & Steele-Johnson, 2007).
Thus, employees who have received prior training are more likely to believe that more
training opportunities are available to them in the future. Also, our training measure did
not focus on EI training rather general training provided by the organization. The
training activities employees receive such as mentoring, coaching, job rotation, and
workshops may vary from training on technical skills to training on interpersonal skills.
Thus, the training activity itself might improve the employee’s EI. For instance, a
workshop on sales might improve the employee’s interpersonal skills and influence his
EI levels. Nevertheless, irrespective of the type of training received, the employee’s
perceptions of training opportunities were positively related to his or her motivation
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level (Dysvik & Kuvaas, 2008). And, truly, as admitted by Goleman, (1998) motivation
is at the heart of EI. Future research is advised to better understand the relationship
between the employee’s training and EI levels and focus on the types of training
employees receive.
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Chapter Six
Managerial Implications
This research is leading the way in exploring EI, training and promotions within
a Lebanese organizational context. The findings are imperative to both employees and
employers to better understand the roles of EI and training and ensure their successful
incorporation at work. EI may differ across individuals as suggested by our finding
linking EI to marital status, but still, irrespective of individual differences, EI can be
developed through training. Organizations interested in creating emotionally intelligent
workplaces are recommended to offer suitable training and development opportunities to
nurture the EI competencies that cater to their needs. Moreover, Lebanese organizations
are advised to invest their monies in training in general, as its benefits continue to
unravel. Employees who believe training opportunities are available to them are more
likely to believe in their ascent to higher positions. As renowned by the employeeemployer psychological contract, once employees recognize their organizations efforts
in investing in them they will reciprocate and invest back in their organizations.
Moreover, at the level of the employee, the findings suggest that the employee’s gender,
age, work experience, and work position are not major determinants of his or her EI
level. It is rather the type of experiences the employee passes through and the training he
or she receives. Thus, employees can depend on their individual agency to develop their
EI. Furthermore, training is a starting point to map the road of the employee’s career
advancement. Employees who are willing to put the efforts to grow and develop are
advised to seek learning organizations that offer them with developmental opportunities.
This research doesn’t claim to offer all the answers about the employee’s upward
promotion, but it recognizes training as a cornerstone to achieve this goal.
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Chapter Seven
Limitations & Future Research
As in all studies, this study was not without limitations. The study was performed
in a limited period of time restricting our sample size to 131 respondents. Replication of
this study using a bigger sample size is recommended to concur on its findings
confidently. The demographics of our sample are not reflective of the Lebanese
population since most of our respondents belonged to younger age groups. Thus, the
results cannot be generalized to the broader society. Another limitation could be that we
did not assess the industries employees work in; varying perceptions might exist across
different industries. Future research is advised to determine the industries and detect
possible variations across them. The exploratory nature of the study enriched the
literature with novel insights regarding the relationships between training, EI and
structural career advancement. Even though the study defined the initial roots of these
relationships that are relatively unmapped, there is room for correction. One of the
limitations faced is that SEIS does not provide a clear structure for EI factors rather a
good overall trait EI score only. Future research should go beyond EI levels and consider
the different dimensions of EI. Also, a performance-based test of EI would limit the selfrespondent bias that might be imposed through self-administered surveys (Zikmund et
al., 2010, p. 188-195). Future research is recommended to be longitudinal; following
employees over the years can offer more dependable findings than cross-sectional
research, especially that it will be able to monitor the employees’ career advancement
first hand via objective measures. Furthermore, our study used a self-reporting measure
for the available training opportunities. Future studies can utilize objective training
measures to obtain more accurate findings. Such measures can include training hours
and frequency of training programs the organization provides. Finally, this study was
performed in Lebanon, which may limit generalization to other countries. To account for
cross-cultural differences, the study can be repeated in other countries to confirm the
findings.
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Appendix A: Survey
This research project is conducted as part of a thesis under the supervision of Dr.
Hussein Ismail at the Lebanese American University. The aim of this research is to
explore the relationships between employee training, emotional disposition & career
advancement within a Lebanese organizational context.

All data and measurements obtained from this research will be stored confidentially and
respondent’s anonymity will be preserved. This research intends to abide to all
commonly acknowledged ethical norms. Your participation in this research is
voluntarily upon completion of the following survey. This survey may take 10 minutes
of your time.

If you have any questions, you may contact:
Mayssa Rishani (Principal Investigator)
Tel: 03 714108
Email: mayssa.rishani@lau.edu

If you have any questions about your rights as a participant in this study, or you want to
talk to someone outside the research, please contact the:
IRB Office,
Lebanese American University
3rd Floor, Dorm A, Byblos Campus
Tel: 00 961 1 786456 ext. (2546)
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Demographic Data
Less than 20
21 to 30
1. Age

31 to 40
41 to 50
More than 51
Male

2. Gender
Female
Single
Married
3. Marital Status
Divorced
Widowed
High School
Bachelor
4. Education Level
Master
Doctorate
Full-time
5. Working Status

Part-time
Not working
Top-Level Manager
Middle-Level Manager

6. Work Position

First-Level Manager
Non-Manager
Less than 1 year
1 to 3 years
7. Work Experience
4 to 6 years
More than 6 years
8. Number of years working at your current

Less than 1 year

organization:

1 to 3 years
77

4 to 6 years
More than 6 years
1 to 50
51 to 100
101 to 250

9. Company Size

251 to 500
More than 500

SD= Strongly Disagree, D= Disagree, N=Neutral, A=Agree, SA= Strongly Agree
Training Section
10. My organization provides its employees
with good opportunities to undertake inhouse job-specific training.

SD

D

N

A

SA

SD

D

N

A

SA

SD

D

N

A

SA

SD

D

N

A

SA

11. My organization provides a good
environment for new recruits to learn jobspecific skills and knowledge.

12. My organization provides its employees
with good opportunities to learn general
skills and knowledge inside the organization
which may be of use to me in my future
career.

13. My organization provides its employees
with good opportunities to undertake general
training programs and seminars outside of
the organization.
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14. My organization provides assistance for
its employees to take management training

SD

and development courses externally at

D

N

A

SA

educational institutions.

Emotional Disposition Section
15. I know when to speak about my

SD

D

N

A

SA

SD

D

N

A

SA

SD

D

N

A

SA

SD

D

N

A

SA

SD

D

N

A

SA

SD

D

N

A

SA

SD

D

N

A

SA

SD

D

N

A

SA

SD

D

N

A

SA

24. I expect good things to happen.

SD

D

N

A

SA

25. I like to share my emotions with others.

SD

D

N

A

SA

SD

D

N

A

SA

SD

D

N

A

SA

personal problems to others.
16. When I am faced with obstacles, I
remember

times

I

faced

similar

obstacles and overcame them.
17. I expect that I will do well on most
things I try.
18. Other people find it easy to confide in
me.

19. I find it hard to understand the nonverbal messages of other people.
20. Some of the major events of my life
have led me to reevaluate what is important
and not important.
21. When my mood changes, I see new
possibilities.
22. Emotions are one of the things that
make my life worth living.
23. I am aware of my emotions as I
experience them.

26. When I experience a positive emotion, I
know how to make it last.
27. I arrange events others enjoy.
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28. I seek out activities that make me happy.
29. I am aware of the non-verbal messages I
send to others.
30. I present myself in a way that makes a
good impression on others.
31. When I am in a positive mood, solving
problems is easy for me.

SD

D

N

A

SA

SD

D

N

A

SA

SD

D

N

A

SA

SD

D

N

A

SA

SD

D

N

A

SA

SD

D

N

A

SA

SD

D

N

A

SA

SD

D

N

A

SA

SD

D

N

A

SA

SD

D

N

A

SA

SD

D

N

A

SA

SD

D

N

A

SA

SD

D

N

A

SA

SD

D

N

A

SA

SD

D

N

A

SA

SD

D

N

A

SA

32. By looking at their facial expressions, I
recognize the emotions people are
experiencing.
33. I know why my emotions change.
34. When I am in a positive mood, I am able
to come up with new ideas.
35. I have control over my emotions.
36. I easily recognize my emotions as I
experience them.
37. I motivate myself by imagining a good
outcome to tasks I take on.
38. I compliment others when they have
done something well.
39. I am aware of the non-verbal messages
other people send.
40. When another person tells me about an
important event in his or her life, I almost
feel as though I have experienced this event
myself.
41. When I feel a change in emotions, I tend
to come up with new ideas.
42. When I am faced with a challenge, I
give up because I believe I will fail.
43. I know what other people are feeling
just by looking at them.
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44. I help other people feel better when they
are down.
45. I use good moods to help myself keep
trying in the face of obstacles.
46. I can tell how people are feeling by
listening to the tone of their voice.
47. It is difficult for me to understand why
people feel the way they do.

SD

D

N

A

SA

SD

D

N

A

SA

SD

D

N

A

SA

SD

D

N

A

SA

Career Advancement Section
48. My opportunities for upward
movement are limited in my present
organization.

SD

D

N

A

SA

SD

D

N

A

SA

SD

D

N

A

SA

SD

D

N

A

SA

SD

D

N

A

SA

SD

D

N

A

SA

49. I expect to be promoted frequently
in the future in my company.

50. I have reached a point where I do
not expect to move much higher in my
company.

51. The likelihood that I will get ahead
in my organization is limited.

52. I am unlikely to obtain a much
higher job title in my organization.

53. I expect to advance to a higher level
in the near future in my company.
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Appendix B: Invitation Letter
Dear Human Resources,

This letter is an invitation for your organization to participate in a study I am conducting
as part of my thesis towards achieving an MBA at the Lebanese American University
under the supervision of Dr. Hussein Ismail. I would like to provide you with more
information about this project and what your involvement would entail if you decide to
take part.

The research aims to explore the relationships between employee training, emotional
disposition & career advancement within a Lebanese organizational context. Should you
choose to participate, you will be asked to email the online survey for your employees to
complete. The survey takes 10 minutes to fill and is accessible at the below link.

https://docs.google.com/forms/d/1BNViyNcw5yVx9qJ3cbYX_8zAnHoHrhVlBuAYcA
NeBXA/viewform?usp=send_form

Your esteemed organization as well as the broader research community will benefit from
the findings of this study. The results will provide a greater understanding of how
training employees could lead to better career advancement taking the employees’
emotions into account. Organizations are interested in increasing their employees’
satisfaction, motivation, productivity and retention levels. The findings of this study are
related to these goals and will help you better understand how to work toward these
goals. You will be emailed a copy of the study upon its completion once you participate.

I would like to assure you that adherence to ethical norms and confidentiality will be
maintained. Participation in this study is voluntarily. If you have any questions regarding
this study, or would like additional information to assist you in reaching a decision about
participation, please contact me at 03714108 or by e-mail at mayssa.rishani@lau.edu
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If you are willing to participate, kindly e-mail me so I provide you with the e-mail to be
circulated among your employees.

I look forward to hearing from you.

Best Regards,

Mayssa Rishani
MBA Candidate
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Appendix C: Regression Models
Table 12. Training & Structural Career Plateauing Regression Model
Variables Entered/Removeda
Model
1

Variables
Entered

Variables
Removed

Trainingb

Method
Enter

a. Dependent Variable: Structural Career
Plateauing
b. All requested variables entered.

Model Summary

Model
1

R
.348a

Change Statistics

R Square

Adjusted
R
Square

Std. Error of
the Estimate

R Square
Change

F Change

df1

.121

.113

.86757

.121

15.801

1

a. Predictors: (Constant), Training

ANOVAa
Model
1

Sum of
Squares
Regression

Mean
Square

Df

11.893

1

11.893

Residual

86.558

115

.753

Total

98.451

116

F
15.801

Sig.
.000b

a. Dependent Variable: Structural Career Plateauing
b. Predictors: (Constant), Training

Coefficientsa

Model
1

Unstandardized
Coefficients
Std.
B
Error
(Constant)
AVGTraining

4.271

.339

-.394

.099

Standardized
Coefficients
Beta

-.348

a. Dependent Variable: Structural Career Plateauing
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t

Sig.

12.613

.000

-3.975

.000

df2
115

Sig. F
Change
.000

Table 13. EI & Training Regression Model
Variables Entered/Removeda
Model
1

Variables
Entered
EI

Variables
Removed

b

Method
Enter

a. Dependent Variable: Training
b. All requested variables entered.

Model Summary
Change Statistics
Model
1

R

R Square

Adjusted
R Square

.040

.031

.199a

Std. Error of
the Estimate

R Square
Change

F Change

df1

.040

4.696

1

.79275

a. Predictors: (Constant), EI

ANOVAa
Model
1

Sum of
Squares
Regression

df

Mean Square

2.951

1

2.951

Residual

71.643

114

.628

Total

74.594

115

F
4.696

Sig.
.032b

a. Dependent Variable: Training
b. Predictors: (Constant), EI

Coefficientsa

Model
1

Unstandardized
Coefficients
Std.
B
Error
(Constant)
EI

1.669

.759

.426

.196

Standardized
Coefficients
Beta

t

.199

a. Dependent Variable: Training
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Sig.

2.199

.030

2.167

.032

df2
114

Sig. F
Change
.032

Table 14. Training, EI & Structural
Career Plateauing Regression Model
Variables Entered/Removeda
Model
1

Variables
Entered

Variables
Removed

Training,
EIb

Method
Enter

a. Dependent Variable: Structural Career
Plateauing
b. All requested variables entered.

Model Summary
Change Statistics

Model
1

R
.376a

R Square

Adjusted
R
Square

Std. Error of
the Estimate

.141

.125

.87836

R
Square
Change
.141

F
Change
8.871

a. Predictors: (Constant), Training, EI

ANOVAa
Model
1

Sum of
Squares
Regression

Mean
Square

df

13.688

2

6.844

Residual

83.324

108

.772

Total

97.012

110

F
8.871

Sig.
.000

b

a. Dependent Variable: Structural Career Plateauing
b. Predictors: (Constant), Training, EI

Coefficientsa

Model
1

Unstandardized
Coefficients
Std.
B
Error
(Constant)
EI
Training

4.889

.866

-.147

.224

-.414

.105

Standardized
Coefficients
Beta

t

Sig.

5.645

.000

-.060

-.658

.512

-.359

-3.953

.000

a. Dependent Variable: Structural Career Plateauing
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df1
2

df2
108

Sig. F
Change
.000
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