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What role does emotional intelligence and
executive coaching have in leader effectiveness?

Goleman, 2002; Wolff, 2007) multi-rater feedback from
boss, direct reports, peers, clients and others.
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DIRECT EFFECTS MODEL
Annual company performance rating as evaluated

Coaching Relationship (Gregory & Levy, 20m); 15 items, b: CR moderates EC to personal vision Yes No No
Cronbach’s alpha = .97 c:  CR moderates EC to work engagement No Yes Yes
d: CR moderates EC to career satisfaction ® No Yes Yes
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Coachin , . o , Hi: Leader emotional competence
Relati ﬁ : Hi: A leader’s emotional N o byleader’s manager. . (EC) positively relates to leader
elations ]p Competence (EC) pOSlthely Personal Vision : giealeelfl’Teslt (}IIST;Boyatzis, Buse, and Taylor, 2010); 16 1tems, effectiveness. Supported? Supported? Supported?
: : ronbachs alpha = .94 (self-report) a: EC — job performance Yes Yes No
relates to his or her effectiveness Work Engagement o Utrecht Work Engagement Scale (UWES) b: EC —» JpersIZ)nal vision No No No
as a leader : (Schaufeli, Bakker and Salanova, 2006); 10 items, Cronbach’s c: EC — work engagement No Yes No
Job Performance . . o alpha =.91. (self-report) d: EC — career satisfaction Yes No No
Ho2: Qu.ahty Of d coachlng Career Satisfaction : Greenhaus, Parasuraman, & Wormley, W. (1990); MODERATION EFFECTS MODEL
Emotional Personal Vision I'elatIOHShlp moderates the e 5items, Cronbach’s alpha = .84 (self-report) Hz: Quality of a coaching
Competence I‘EIatiOIlShip between a leader’s MODERATING VARIABLE: : relationship (CR) moderates the
Work Engagement emotional competence and Quahty of C.oachlng ® 2 measures: relationship between emotional
. P Relationship : Adaptation of PNEA Survey (Boyatzis, 2008) and competence and leader effectiveness. Supported? Supported? Supported?
Career Satisfaction his or her effectiveness. ° PQECR - Perceived Quality of the Employee a: CR moderates EC to job performance No No No
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THEORETICAL FOUNDATION STUDY CONTEXT

Leader effectiveness and role of emotions - U.S. financial services firm driving

* Leadership as “emotion-laden.” cultural transformation through DATA COLLECTED FROM THREE SOURCES IMPLICATIONS OF THIS STUDY

(George, 2000; Humphrey, 2002, 2008) leadeI‘Ship development. FOR RES EARCH

Emotional competence (EC) * Leadership development program for

* Behavioral model of emotional intelligence (EI).  ganior leaders, focused on emotional
(Goleman, 1998; Boyatzis, 1982; Boyatzis & Sala, 2004)

Coaching

* Significant link found between behavioral EI and desired workplace

outcomes.
o {=mmnn * Findings extend small number of existing studies examining 360-degree

intelligence, 360-degree feedback
and 2 coaching calls with an external

) (%ggj}ﬂi‘iﬁgf;ﬁ:ﬁv f?y;ijf‘jog)n behavior change executive coach. feedback with coaching in a leadership development context.

+ Quality coaching relationship is essential for - Sample population included 175 l.' |.l » Study shows a coaching relationship increases leader effectiveness.
effective coaching outcomes. (Baron & Morin, 2000, senior executives, 131 (75%) male and FOR PRACTICE
pennett, 2a06; Boyce ctal 20107 Ely et al 2oi0i Gregory & Levy, 201 44 (25%) female. SELF-REPORT MANAGER’S RATING * Coaching relationships are beneficial in the workplace.

* EI coupled with 360-degree feedback and coaching optimizes leadership
development programs.

Q O » Relationship-building skills is important to consider in the selection and

development of executive coaches.
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TENURE IN : : errECT, » A quality coaching relationship amplifies
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o5 years . B eee e A quality coaching relationship helps
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