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Introduction 

Perhaps central to the current interest in emotional 

intelligence is its potential utility in predicting a 

range of criterion across disparate populations. As 

with claims associated with traditional intelligence, 

the predictive validity of emotional intelligence will 

likely vary widely depending on the context, criterion 

of interest, and specific theory used. Traditional 

measures of intelligence, although providing some 

degree of predictive validity, have not been able to 

account for a large portion of the variance in work 

performance and career success. As Goleman (1998, 

p. 19) states, “When IQ test scores are correlated with 

how well people perform in their careers the highest 

estimate of how much difference IQ accounts for is 

about 25 percent (Hunter & Hunter, 1984; Schmidt & 

Hunter, 1981). A careful analysis, though, suggests a 

more accurate figure may be no higher than 10 

percent and perhaps as low as 4 percent” (Sternberg, 

1997). These are still significant correlations, even at 

the low end of the estimates, and there is no doubt 

that IQ will remain a significant predictor of work 

“success”, especially in predicting which job, 

profession, or career path a person can follow. In a 

recent meta-analysis examining the correlation and 

predictive validity of EI when compared to IQ or 

general mental ability, Van Rooy and Viswesvaran 

(in press) found IQ to be a better predictor of work 

and academic performance than EI. However, when it 

comes to the question of whether a person will 

become a “star performer” (in the top ten percent, 

however such performance is appropriately assessed) 

within that role, or be an outstanding leader, IQ may 

be a less powerful predictor than emotional 

intelligence (Goleman 1998, 2001, 2002). While 

social scientists are mainly interested in the main 

predictive relationship between IQ and work success, 

practitioners and those who must make decisions on 

hiring and promotion within organizations are 

understandably far more interested in assessing 

capabilities related to outstanding performance and 

leadership. There has been virtually no quantitative 

social science research on top leaders, however, in 

part because of the taboo noted by the anthropologist 

Laura Nader (1996) against "studying up" the power 

structure-CEOs and others who hold power are 

resistant to allowing themselves to be assessed by 

objective measures, including IQ tests. Qualitative   

 

research, however, suggests that IQ measures fail to 

account for large portions of the variance related to  

performance and career success, especially among 

top managers and senior leaders (Fernandez-Araoz, 

2001). There has, however, been a much larger body 

of research on top performers (e.g. Kelly, 1998; 

Spencer & Spencer, 1993), which suggests that IQ 

alone does not predict in this domain as well as 

competencies that integrate cognitive, emotional and 

social abilities.  

 

However, the issue of separating abilities related to 

cognitive intelligence from abilities, traits, and 

competencies related to emotional intelligence 

remains a complex one; all definitions of emotional 

intelligence represent a combination of cognitive and 

emotional abilities (Cherniss, 2001). This reflects the 

growing understanding in neuroscience that cognition 

and emotions are interwoven in mental life (through 

thick connections between the emotional centers and 

the neocortex) rather than discretely independent, 

especially in complex decision-making, self-

awareness, affective self-regulation, motivation, 

empathy, and interpersonal functioning (Davidson, 

2001); all these are aspects of emotional intelligence. 

IQ, however, appears to represent a more “pure” case 

from the neuroscience perspective, since the brain 

regions it draws on are localized in the neocortex, 

and can function relatively well on the items in IQ 

tests even when lesions isolate these structures from 

emotional centers (Damasio, 1994).  

 

The failure of IQ to predict a large portion of the 

variance in performance among managers may be 

attributable to range restriction on the variable of IQ 

among managers and senior executives. To assume a 

position of leadership in today’s workplace often 

requires that an individual demonstrate at least 

average, and more often above average intelligence; 

leadership requires a high level of cognitive ability in 

order to process the complexity of information 

leaders face daily. The completion of undergraduate 

and graduate programs as well as successfully 

passing testing and credentialing procedures typically 

serves to ensure that those able to pass such hurdles 

are of above average intelligence. This renders given 

levels of IQ a “threshold” competence, a minimal 
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capability that all who are within a given job pool 

must have in order to get and keep their job. For 

example, physicians, CPAs and CEOs may all need 

an IQ at least one standard deviation above the mean 

in order to hold their job. However, simply having an 

IQ in that superior range does not in itself guarantee 

that they will be superior doctors, accountants, or 

leaders (McClelland, 1973; Spencer & Spencer, 

1993). IQ, then, suffers from range restriction in 

many applied organizational settings, and thus is 

even more limited in its ability to predict 

performance and career success within a given 

vocation. While IQ may account for a more 

substantial amount of the variance in performance in 

entry-level positions, even in this context it rarely 

acts to reliably distinguish average and star 

performers. Even in educational settings the use of 

traditional testing procedures has often left much of 

the variance in educational outcomes unexplained. 

This combined with the adverse impact that 

traditional testing procedures may have on minority 

groups has motivated interest in developing 

alternative methods of assessment (Steele, 1997).  

 

While the assessment of constructs within the 

emotional intelligence paradigm have shown 

significant utility and predictive validity in applied 

settings (e.g. Boyatzis, 1982; Spencer and Spencer, 

1993), claims of the relative importance of emotional 

intelligence compared to traditional forms of 

intelligence needs further empirical investigation to 

better determine the relative contribution of each in 

the prediction of specific criterion (Goleman, 2000). 

While IQ should remain an important predictor of the 

types of vocations a given individual can assume, 

once within that vocation the predictive validity of IQ 

would seem to diminish significantly. The notion of 

IQ as a threshold competence is an important 

distinction and one that has often been overlooked or 

down played by many theorists as well as in the 

popular media. The excitement generated in the 

popular media has often left the impression that high 

emotional intelligence might somehow compensate 

for a low IQ and allow those with below average IQ, 

but high emotional intelligence, to thrive in spite of 

below average intelligence - in essence giving the 

false impression that IQ matters little. While we 

agree that IQ is clearly an important construct, we 

join other theorists who argue that by expanding our 

definition of intelligence we obtain a more realistic 

and valid assessment of the factors that lead to 

personal effectiveness and adaptation (see Sternberg, 

1997, 2002). To the degree that popular and scientific 

interest in emotional intelligence has begun to 

challenge long held assumptions of what leads to 

success in life, the emotional intelligence paradigm, 

and those working in it, have helped to bring a more 

balanced view of the role of cognition and emotion in 

determining life outcomes.  

 
Review of Literature 
Reviewing the related literature in the field of 

research area is an essential step in the process of 

undertaking the research work as it helps avoid 

repetition of any kind in that area of research and it 

also helps the researcher planning the research work. 

 

Al the reviewed studies have been classified under 

the following heads:- 

1. Studies related to emotional intelligence. 

2. Studies related to junk food intake. 

 

Studies Related to Emotional Intelligence 

Cavazotte, F., Moreno, V., & Hickmann, M. 

(2012); Effects of leader intelligence, personality 

and emotional intelligence on transformational 

leadership and managerial performance; The 

Leadership Quarterly, 23, 443-455.  

This study investigates the effects of intelligence, 

personality traits and EI, as measured by the WLEIS 

- a self-report measure, on performance of 134 

midlevel managers from a large Brazilian company 

that operates in the energy sector. Performance was 

determined by the annual performance ratings. 

Results revealed a relationship between EI and 

performance; however, after controlling for 

intelligence and personality, this relationship became 

non-significant. The best predictor of the manager's 

performance in this study was transformational 

leadership, as determined using their subordinates’ 

ratings on the Multifactor Leadership Questionnaire. 

The implications for practice are twofold. First, the 

findings reinforce the need to use control variables 

(i.e., intelligence, personality and experience) when 

testing the implications of EI, calling attention to the 

fact that empirical results might be inflated whenever 

control variables are omitted. Second, because the 

analyses show that 75% of variance in EI was 

explained by intelligence and personality, concerns 

are raised regarding the discriminate validity of the 

WLEIS scale. This reinforces the idea that tests of EI 

need to be significantly different from personality 

and intelligence tests. 

 

Farh, C. I., Seo, M., & Tesluk, P. E. (2012); 

Emotional Intelligence, teamwork effectiveness, 

and job performance: The moderating role of job 

context; Journal of Applied Psychology, 97(4), 

890-900.  

The purpose of this study was to examine the 

relationship between EI, as measured by the MCEIT, 
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and job performance by taking into account context 

of the job. A sample of 212 professionals from 

various organizations and industries indicated support 

for the effect of EI, above and beyond the influence 

of personality, cognitive ability, emotional labor job 

demands, job complexity, and demographic control 

variables. More specifically, results showed that EI 

related more positively to performance under a high 

managerial work demands context of jobs that require 

management of diverse individuals, functions, and 

lines of business, potentially because such job 

contexts activate and allow high-EI individuals to act 

in emotionally intelligent ways that facilitate their 

performance. The results indicate that the relationship 

between EI and performance is not direct; thus, 

managers should recognize that selecting emotionally 

intelligent employees or training employees’ EI may 

not lead to higher performance outcomes in all 

situations, but investing in the EI of employees 

working in jobs characterized by high managerial 

demands may be a good thing to do. 

 

Song et al. (2010), studied the impact of general 

mental ability (GMA) and emotional intelligence (EI) 

on college students' academic and social 

performance.  While GMA and EI both had an 

influence on academic performance, GMA was found 

to be a stronger predictor of academic performance 

than EI.  However, only EI, not GMA, was related to 

the quality of social interactions with peers.  

 

Subjects with schizophrenia were compared to a 

control group on a measure of EI, the Mayer-

Salovey-Caruso Emotional Intelligence Test 

(MSCEIT).  Subjects with schizophrenia performed 

significantly worse than controls on the total 

MSCEIT score.  They also performed significantly 

worse than controls on three out of four MSCEIT 

subtests: Identifying, Understanding, and Managing 

Emotions.  In addition, there was a significant 

increase in negative and disorganized symptoms in 

schizophrenic subjects with lower MSCEIT scores.  

Lower MSCEIT scores were also significantly 

correlated with more difficulties in community 

functioning (Kee, et al. 2009).  

 

In a study by Nelis et al. (2009), study participants 

were divided into two groups.  One group received an 

EI training of four group sessions of 2-1/2 hours 

each.  The other group did not receive any training.  

After the treatment was completed, the training group 

showed a significant increase in emotion 

identification and emotion management compared to 

the control group.  Six months later, the training 

group still had the same improvement on emotion 

identification and emotion management.   The control 

group showed no change. 
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