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Abstract 

The Contribution of Emotional and Spiritual Intelligences 

to Effective Business Leadership 

by 

Joseph Yosi Amram 

 
Studies of leadership have widened to include different forms of intelligences. This 

research investigated contributions of emotional and spiritual intelligences to effective 

leadership. Participants were 42 company CEOs and 210 staff members. Each CEO was 

administered instruments providing self-reported and 360-degree observer ratings of 5 

dimensions of personality, emotional intelligence (EI), and spiritual intelligence (SI). 

Leadership effectiveness was defined as the composite score of CEO�s staff�s assessment 

of their leadership ability, and staff�s reported organizational commitment, sense of 

community, productivity, job satisfaction, morale, and low intention to quit. CEO�s self-

reported SI significantly correlated with leadership effectiveness, as assessed by their 

staff, was significant after controlling for company variables (company size and growth) 

and self-reported personality, and marginally significant after controlling for company 

variables, and self-reported personality and EI. Self-reported EI by the CEO did not 

correlate significantly with their staff�s assessment of leadership effectiveness, but was 

marginally significant after controlling for company variables and self-reported 

personality. Staff�s observer ratings of CEO�s SI significantly correlated with their 

assessment of CEO�s leadership effectiveness, and remained significant after controlling 

for company variables, and observer ratings of personality and EI. Similarly, staff�s 

observer ratings of CEO�s EI significantly correlated with their assessment of CEO�s 
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leadership effectiveness, and remained significant after controlling for company 

variables, and observer ratings of personality and SI. Further, �out-of-sample� observer 

ratings of both the CEO�s EI and SI by a staff subset predict leadership effectiveness as 

rated by excluded staff. Combined EI score averaging self-report and out-of-sample 

observers correlated significantly with leadership effectiveness, as did combined self-

report and out-of-sample observers� score on SI. These results suggest that EI and SI are 

distinct constructs, and each contributes to leadership effectiveness. However, relying 

solely on self-report may not be as robust as a combination of self-report and/or observer 

ratings of these constructs. 
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Chapter 1: Introduction 

Business leadership attracts a great deal of attention because it is commonly 

believed that leaders make a large difference on business performance outcomes. The 

empirical research shows that, in fact, leaders do make a significant difference and that 

with the wrong leader �teams lose, armies are defeated, economies dwindle, and nations 

fail� (Hogan, Curphy, & Hogan, 1994, p. 493). As a result, business leaders are often 

lionized (e.g., Steve Jobs, CEO of Apple) or demonized (e.g., Jeff Skilling, CEO of 

Enron), but what psychological models best predict leadership effectiveness? Traditional 

models�relying on IQ or personality traits�have shown only limited success in 

explaining or predicting effective leadership (Sternberg, 1997b). For example, many 

studies show that traditional IQ, a measure of cognitive intelligence focusing on linguistic 

and logical-mathematical abilities, explains only a small portion of leader effectiveness 

(Sternberg, 1997b). Over the last few decades the study of leadership has widened to 

include different forms of intelligence (Chermers, 2001), including emotional and 

spiritual intelligences (Mussig, 2003) that may relate to motive- and trait-level qualities 

that have also come under the rubric of intelligence (McCrae, 2000; Piedmont, 1999). 

The current study investigated the extent to which these non-IQ forms of intelligence, 

namely emotional and spiritual intelligences, contribute to the effectiveness of business 

leaders as reflected in outcome measures of commitment, morale, and satisfaction of the 

direct report staff of company leaders. 

Before asking what contributes to effective leadership performance, it is 

important to first define what leadership is. The vast popular press on leadership with 

over 2000 books published on leadership per year fails to provide a consistent view of 
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what defines leadership (Higgs & Rowland, 2002). A useful definition put forth by 

Chermers (2001) describes leadership as �a process of social influence in which one 

person is able to enlist the aid and support of others in the accomplishment of a common 

task� (p. 140). Central to this and other definitions of leadership is that leaders command 

power and influence using emotional and other forms of motivation in groups (Gardner, 

1995). Within the context of business organizations, there exist both formal leaders�

executives and managers whose role yields power and influence based on their formal 

authority and positions (e.g., the CEO)�as well as those whose influence emanates from 

informal sources. Formal sources of power come from the managerial authority to make 

hiring and firing decisions, compensation and business strategy decisions, and the like. 

Informal sources of power come from other factors such as the capacity to articulate and 

mobilize meaning, providing inspirational motivation by outlining a compelling vision, 

articulating and embodying values, or establishing trust and optimism, and building 

relationships to create emotional bonds with team members (e.g., Bass, 1990, 1997, 2001; 

Bennis, 2000, 2001, 2007; Kouzes & Posner, 1992, 2005, 2006). 

Establishing relationships, trust, and creating emotional bonds with team 

members are suggestive of emotional competencies and a potential I-Thou orientation 

(Buber, 1958) to human relationships. In this regard, emotional intelligence, based on 

Gardner�s (1983) theory of multiple intelligences, has been proposed as relevant to the 

study of effective business leadership (Caruso, Mayer, & Salovey, 2001; Goleman, 

Boyatzis, & McKee, 2002). Gardner defines intelligence as a set of abilities that are used 

to solve problems and create products that are valuable within a cultural setting or 

community. The emotional intelligence construct, popularized by Goleman (1995), was 
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originally defined by Salovey and Mayer (1990) as an ability to combine cognitive 

processing with emotional information. Salovey and Mayer (1990) defined emotional 

intelligence as the ability �to monitor one�s own and others� feelings and emotions, to 

discriminate among them and to use this information to guide one�s thinking and actions� 

(p. 189).  

An increasing body of research suggests that emotional intelligence (EI) is 

important for individual performance (e.g., Lam & Kirby, 2002), well-being (e.g., Bar-

On, 2000), team performance (e.g., Rapisarda, 2002), and leader effectiveness (e.g., 

Goleman, 1998a, 1998b; Higgs & Aitken, 2003). Yet, due to methodological concerns 

and some conflicting and mixed results (Antonakis, 2003; Feyerhem & Rice, 2002), 

additional tangible outcome data is needed to fully test the predictive power of EI on 

effective business leadership. For example, measuring the performance impact of EI 

based on career advancement is problematic as some charismatic leaders may promote 

their own power base and career at the expense of organizational performance (Hogan, 

Raskin, & Fazzini, 1990). Tangible performance measures assessed through means other 

than the leader�s own self-report, such as employee commitment, morale, and low 

turnover, or customer satisfaction, are needed to better examine the impact of emotional 

intelligence on leader effectiveness as reflected in organizational outcomes (Feyerhem & 

Rice, 2002; Hogan, Raskin, & Fazzini, 1990). 

Paralleling the growing interest in EI and its application to business leadership is 

an increasing interest in the integration and application of spirituality to organizational 

performance (Ashmos & Duchon, 2000; Dent, Higgins, & Wharff, 2005; Jurkiewicz & 

Giacalone, 2004; Milliman, Czaplewski, & Ferguson, 2003) and to leadership 
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effectiveness (Duchon & Plowman, 2005; Fry, 2003, 2005; Reave, 2005). For example, 

Fry (2003, 2005) outlines a spiritual leadership theory (SLT) that was developed within 

an intrinsic motivation model which incorporates vision, hope/faith, and altruistic love. 

According to Fry, altruistic love is built on the qualities of trust, forgiveness, acceptance, 

gratitude, integrity, honesty, courage, humility, kindness, compassion, patience, 

meekness, and endurance. SLT posits a causal link between hope/faith, altruistic love, 

and vision, which in turn support a sense of meaning, purpose, and calling, as well as a 

sense of membership, commitment, and greater effort in followers. In fact, Reave�s 

(2005) review of over 150 papers and studies shows that there is a clear consistency 

between spiritual values and practices such honesty, integrity, humility, listening 

responsively, and showing concern for others, and effective leadership. 

Furthermore, over the past 9 years there has been an emerging interest in 

integrating the constructs of spirituality and intelligence into a single construct called 

spiritual intelligence (Amram, 2007; Amram & Dryer, 2008; Emmons, 1999, 2000a, 

2000b; Halama & Strizenec, 2004; Levin, 2000; Nasel, 2004; Noble, 2000; Vaughan, 

2002; Wolman, 2001; Zohar & Marshall, 2000). Much as emotional intelligence is not 

equivalent to emotionality, spiritual intelligence (SI) is not equivalent to spirituality. 

Spirituality refers to the individual search and experiential elements of the sacred, deep 

meaning, unity, connectedness, transcendence, and the highest human potential 

(Emmons, 1999; Worthington, 2001). In contrast, spiritual intelligence integrates these 

subjective experiential themes of spirituality associated with meaning, sacred 

experiences, interconnectedness, and transcendence, and applies them to the tasks 

involved in living in order to enhance functioning, adaptation, and well-being to produce 
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products that are valuable within a cultural context or community (Emmons, 1999, 

2000a). Hence, SI can be differentiated from spirituality in general, spiritual experience 

(e.g., a unitary state), or spiritual belief (e.g., a belief in God) (Amram, 2007). 

Among the first and most often cited definitions and models of spiritual 

intelligence is that of Emmons (1999, 2000a, 2000b). Emmons (1999) writes, �spiritual 

intelligence is a framework for identifying and organizing skills and abilities needed for 

the adaptive use of spirituality� (p. 163). Vaughan (2002) defines spiritual intelligence as 

�a capacity for a deep understanding of existential questions and insight into multiple 

levels of consciousness� (p. 19). Wolman (2001) defines spiritual intelligence as �the 

human capacity to ask ultimate questions about the meaning of life, and to 

simultaneously experience the seamless connection between each of us and the world in 

which we live� (p. 83). In this research, SI is defined as the ability to apply, manifest, and 

embody spiritual resources, values, and qualities to enhance daily functioning and well-

being (Amram, 2007). 

Using grounded theory (Glaser, 1992; Glaser & Strauss, 1967; Strauss & Corbin, 

1990) and doing qualitative analysis of 71 interviews of participants nominated for their 

application and embodiment of spirituality in daily life, Amram (2007) identified several 

dimensions of SI. Included are the following: the ability to mobilize meaning through a 

sense of purpose and a call for service; developing refined consciousness and utilizing 

trans-rational modes of knowing such as intuition to solve problems; mindfulness and 

self-knowledge; acceptance and love of truth; living in alignment with the sacred; a 

compassionate I-Thou orientation to human relations; utilizing a holistic systems 

perspective to see the interconnection among everything; love, optimism, and trust in life; 



 

 

6

egolessness and humility; and inner-directedness, manifesting inner-freedom, creativity, 

courage, discernment, and integrity.  

Built from these SI themes, follow-on research resulted in the development of the 

Integrated Spiritual Intelligence Scale (ISIS) (Amram & Dryer, 2008). Preliminary 

research has shown the ISIS to be a reliable and valid ecumenical measure of SI. It 

contains five main domain scales and 22 capability subscales that operationalized and 

corroborated many of the dimensions of SI which were identified from the thematic 

analysis of the original interviews. 

Many of these dimensions of SI capabilities�such as those relating to meaning, 

intuition, mindfulness, an I-Thou orientation to human relationships, holistic systems 

view, humility/egolessness, and inner-directedness�can be hypothesized to relate to 

effective business leadership. For example, since business leaders, in general, and CEOs 

in particular, are tasked with instilling a sense of purpose and mobilizing meaning in their 

organizations (e.g., Bass, 1990, 1997, 2001; Bennis, 2000, 2001, 2007; Fry, 2003, 2005; 

Kouzes & Posner, 2005, 2006), spiritual intelligence would appear relevant to the 

leader�s role. Furthermore, as spiritual intelligence includes the ability to utilize trans-

rational modes of knowing such as intuition, CEOs who can use multiple levels of 

consciousness that transcend linear and logical thinking may indeed make better 

decisions and solve problems more holistically and effectively (Young, 2002). In fact, 

several researchers have found that intuition contributes to top management and 

leadership decision making and effectiveness (e.g., Agor, 1986, 1989; Andersen, 2000). 

In addition, J. Collins (2001) found that great corporate CEOs who exhibit sustained 

superior financial performance over an extended period of time manifest greater humility, 
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a component of SI. Based on their research with over 3,000 managers and their 

subordinates, Kouzes and Posner (1992, 2005, 2006) highlight the relationship aspects of 

leadership, in which the best leaders encourage the heart, and lead with love, compassion, 

and courage. Posner (2003) highlights the inner-directed nature of leadership in 

explaining that  

Where leaders must go to find their voice is within. You have to explore your 
inner territory. You have to take a journey into those places in your heart and soul 
where you hide your treasures, and then let them out to play. (p. xii)  
 
Indeed, Bennis (2000) found that effective leaders manifest greater self-awareness 

and self-knowledge, again components of spiritual intelligence. Sternberg (2007) 

highlights another important aspect of SI, namely, exhibiting inner-directedness in the 

form of creativity, as important for effective leadership. 

In sum, modern theories of business leadership find that empathic and 

compassionate interpersonal relationships, inspirational motivation, inner-directedness 

based on self-knowledge, discernment, articulation, and embodiment of values, and the 

mobilization of meaning are central for effective leadership (Bass, 1990, 1997, 2001; 

Bennis, 2000, 2001, 2007; Kouzes & Posner, 1992, 2005, 2006; Sternberg, 2007). With 

IQ only accounting for small part of leader performance, there has been an evolution and 

broadening of our understanding of intelligence to include emotional and spiritual 

intelligences. Furthermore, there is an increasing interest in the integration of spirituality 

into business leadership in order to articulate and mobilize meaning, and to provide 

inspirational motivation to employees (Cavanagh, 1999; Creighton, 1999; Duchon & 

Plowman, 2005; Fry, 2003, 2005; Loehr & Schwartz, 2001; Reave, 2005; Wheatley, 

1999, 2002). Prior studies suggest that several SI abilities relating to meaning, intuition, 
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an I-Thou orientation to human relations, self-knowledge and self-awareness, and 

egolessness and humility may contribute to effective business leadership. In fact, several 

authors have already discussed and advocate the importance of spiritual intelligence to 

effective business leadership (Covey, 2004; Mussig, 2003; Solomon & Hunter, 2002). 

However, no empirical studies have measured the contribution of spiritual intelligence to 

effective business leadership and what limited research has been done on the relationship 

between spirituality and leadership has relied solely on the leader�s own self-report. 

 This research investigated the extent to which emotional and spiritual 

intelligences contribute to the effectiveness CEOs as reflected in their direct staff�s 

assessment of their leadership effectiveness, including the staff�s organizational 

commitment, sense of community, productivity and effort on the job, job satisfaction, 

morale, and behavioral commitment (i.e., low intention to quit). 



 

 

9

Chapter 2: Literature Review 

In considering the extent to which spiritual intelligence may contribute to 

effective business leadership, it is important to first review the new paradigms of business 

leadership to see how the key tasks of leaders may be enhanced with spiritual intelligence 

competencies. The second section in this review looks at modern theories of intelligence 

and the emerging constructs of emotional and spiritual intelligences. As emotional 

intelligence combines the constructs of emotion and intelligence into a new construct of 

emotional intelligence (EI), it provides an important analog to spiritual intelligence (SI). 

Furthermore, as an emerging body of literature has assessed the contribution of EI to 

leadership, the third section of this review considers the contribution of emotional 

intelligence to effective business leadership. The fourth section reviews the growing 

interest in and literature on organizational spirituality, and the fifth section reviews the 

application and contribution of spirituality to leadership. The sixth section reviews the 

existing models of spiritual intelligence. The last section reviews and assesses the 

potential link between spiritual intelligence and effective business leadership on 

theoretical grounds. 

Modern Theories of Business Leadership 

In contrast to the industrial economy that required the management of manual 

labor, the new information economy involves turbulence, change, and the management of 

�knowledge workers,� whose job performance depends on specialized knowledge that 

cannot be simply commanded by management (Tissen, 1998). This new economy has 

brought about a number of new management paradigms (Cascio, 1995). Since the 

accumulation and development of specialized knowledge by such knowledge workers 
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requires self-motivation, the old 3-C (command, control, and compartmentalization) 

model that was used to manage manual labor is widely viewed as outmoded (e.g., Bass, 

1990, 1997, 2001; Fry, 2003; Senge, 2006; Wheatley, 1999, 2002). According to Senge 

(2006), the old paradigm needs to be replaced with a broader systems perspective which 

involves breaking barriers, using collaborative teams, and an orientation toward 

continuous learning. Leaders of the new economy focus on enhancing cooperation and 

taking a broader holistic systems view (Senge, 2006). The leader�s primary tasks become 

embedding trust, leading change, and creating a sense of purpose (Ghoshal, Bartlett, & 

Moran, 1999). Leaders lead by articulating a vision and mobilizing meaning (Bass, 1990, 

1997, 2001; Bennis, 2000, 2001, 2007; Kouzes & Posner, 2005, 2006; Smircich & 

Morgan, 1982). The dissemination of meaning happens through symbolic management 

(metaphors, stories, etc.) that communicates a set of beliefs and values. This symbolic 

management is done through the evocation of emotion (Ashforth & Humphrey, 1995). 

These leadership paradigms go beyond what is termed transactional leadership 

that involves managing and manipulating rewards. In his historically seminal paper, 

Zaleznik (1977) differentiates between managers and leaders. Whereas managers 

coordinate necessities through transactional rewards (salary, bonuses, stock options, 

praise, etc.), leaders inspire. To �inspire� connotes spiritual energy and motivation (the 

word �inspire� contains the same Latin root as �spirituality��pertaining to the breath of 

life force).  

A similar distinction between transactional and inspirational motivation exists in 

the transformational leadership literature (Avolio, Bass, & Jung, 1999; Bass, 1990, 1997, 

2001; Burns, 1982, 2003). Transformational leaders are change agents who motivate and 
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inspire followers to attain greater self-development, performance, and responsibility 

within themselves (i.e., to become more inner-directed). Bass (1990, 1997) defines four 

elements of transformational leadership: (a) Individualized consideration which reflects 

the leader�s concern about developing followers as people, implying an interpersonal 

relationship as the foundation for transformation; (b) Intellectual stimulation which forms 

an open dialog around the process of vision formation and implementation; (c) Charisma 

or idealized influence which sets high behavior standards for emulation, requiring the 

leader to embody a strong set of values and integrity in their manifestation; and (d) 

Inspirational motivation which provides meaning so that followers are committed to and 

engage in pursuing shared goals. Transformational leadership scholars (e.g., Avolio, 

Gardner, Walumbwa, Luthans, & May, 2004; Bass, 1990, 1997, 2001) argue that 

transactional leadership is more appropriate in stable environments, while 

transformational leadership is especially appropriate in turbulent environments, when 

change and commitment are required from employees to transcend short-sighted self-

interest for the long-term good of the whole. 

A meta-analytic review by Lowe, Kroeck, and Sivasubramaniam (1996) shows 

that while most leaders use transactional as well as transformational techniques, 

employees tend to feel more satisfied, work harder, and perform better under 

transformational leadership. For example, Ross and Offermann (1997) found a positive 

link between transformational leadership style and subordinate satisfaction and expressed 

commitment. Barling, Weber, and Kelloway (1996) studied 9 treatment group leaders 

who were randomly selected to receive transformational leadership skills training as 

compared with 11 control group leaders. The results showed that the transformational 



 

 

12

skills training had a positive effect on subordinates� satisfaction and on some objective 

aspects of financial performance. 

Some scholars underscore the spiritual dimension of transformational leadership 

elements such as idealized influence and inspirational motivation (e.g., Fairholm, 1996; 

Hartsfield, 2003). Bass and Steidlmeier (1999) argue that to be truly transformational, 

leaders must transmit a moral vision in their organization. Authentic transformational 

leaders embed values, increase awareness of what is right, help followers satisfy needs 

for achievement and self-actualization, and inspire followers to transcend their self-

interest for the good of the whole. A study by Dukerich, Nichols, Elm, and Vollrath 

(1990) showed that the moral reasoning level of the assigned leader influenced the moral 

reasoning level of the group.  

In a study of 60 effective business leaders, Bennis (2000) found that leaders had 

four key abilities: (a) management of attention, involving the ability to emotionally draw 

others to them; (b) management of meaning through creating and communicating a 

vision; (c) management of trust through relationships; and (d) management and 

awareness of self, including self-knowing of one�s own skills. Based on his studies and 

observations of leadership over six decades, Bennis (2007) adds some additional 

competencies to this list including the ability to generate trust and optimism in 

themselves and in those who follow. He found that people who work for such leaders feel 

significant, are excited about their work, and form a community in which learning takes 

place. 

Studies of managerial performance also reveal that self-knowledge and self-

awareness (SA), operationalized as congruence between self-report and behavioral 
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ratings by subordinates and peers, is associated with high performance (e.g., Sosik & 

Megerian, 1999). Church (1997) investigated 134 high-performing and 470 average-

performing managers in different settings and found that SA was statistically significant 

in differentiating between the high- and average-performing managers. 

Kouzes and Posner (2005) describe five practices that are common to successful 

leaders that have emerged out of their research, including in depth interviews with over 

500 respondents, and over 4,000 semistructured self-reflection questionnaires. The five 

practices and the behavioral commitments that support them are as follows.  

1. Modeling the way�Developed by finding one�s voice and clarifying personal 

values, as well as by setting an example through aligning actions with values.  

2. Inspiring a shared vision�Supported by envisioning an exciting future and 

ennobling possibilities and enlisting others to a common vision. 

3. Challenging the process�Facilitated by searching for innovative ways to 

change, grow, and improve, and by experimenting, taking risks, and learning 

from mistakes. 

4. Enabling others to act�Enhanced by fostering collaboration and trust, and by 

sharing power and discretion. 

5. Encouraging the heart�Cultivated by recognizing contributions and showing 

appreciation for individual excellence and by celebrating values and victories 

to create a spirit of community. 

From these practice themes, Kouzes and Posner have developed the Leadership 

Practices Inventory (LPI), that includes both a self-report and a 360 version. The LPI has 

been administered and validated with over 350,000 people showing that these practices 
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result in greater leadership effectiveness (Kouzes & Posner, 2005; Posner & Kouzes, 

1993).  

Sternberg (2007) presents a systems model of leadership that includes three key 

components of leadership: wisdom, intelligence, and creativity. Sternberg (2007) defines 

wisdom as the  

use of successful intelligence, creativity, and knowledge as mediated by values to 
(a) seek to reach a common good, (b) by balancing intrapersonal (one�s own), 
interpersonal (others�), and extrapersonal (organizational, institutional, and/or 
spiritual interests, (c) over the short and long term to (d) adapt to, shape, and 
select environments. (p. 38)   
 
In other words, Sternberg sees wisdom as taking a holistic or systems view and 

involving discernment based on a code of values that looks to balance one�s narrow self-

interest with the wider perspective of the greater whole. Other leadership scholars 

highlight the importance of values and discernment in relationship to leadership: 

One of the greatest challenges for students of leadership is to find an academically 
respectable way to deal with the value-laden nature of the subject. No matter how 
much psychologists might like to avoid grappling with the values issue, we 
ultimately cannot. Values are part of the very fabric of the phenomenon. (Bennis, 
2007, p. 3)  

 
Sternberg�s (2007) systems model of leadership also highlights the role of 

creativity, which he defines as �generating ideas and products that are (a) relatively 

novel, (b) high in quality, and (c) appropriate for the task at hand� (p. 34). Such creativity 

usually requires a sense of inner-freedom from outside norms in order for the creator to 

produce such novel ideas and products. Indeed, creativity has been found to be an 

important contributor for leadership effectiveness (Mumford & Connelly, 1991). 

Avolio, Gardner, Walumbwa, Luthan, and May (2004) propose a theory of 

authentic leadership, describing authentic leaders as �persons who have achieved high 
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levels of authenticity in that they know who they are, what they believe and value, and 

they act upon those values and beliefs while transparently interacting with others� (p. 

802). They further characterize authentic leaders as acting �in accordance with deep 

personal values and convictions, to build credibility and win the respect and trust of 

followers by encouraging diverse viewpoints and building networks of collaborative 

relationship with followers� (p. 803). The authors draw on positive organizational 

psychology and propose a framework in which authentic leaders promote greater 

personal and social identification, fostering hope, optimism, trust, and other positive 

emotions, among followers. Those positive emotions in turn drive greater follower 

commitment, job satisfaction, and meaningful engagement, which lead to greater effort, 

and better job performance.  

Koestenbaum (2002) outlines what he calls a diamond model of leadership 

greatness. This consists of four strategic qualities leading to leadership greatness, which 

are as follows: (a) vision�thinking creatively and big; (b) reality�having no illusions; 

(c) ethics�involving service; and (d) courage�acting with sustained initiative. 

Koestenbaum says, �Nothing is more practical than for people to deepen themselves. The 

more you understand the human condition, the more effective you are as a 

businessperson. Human depth makes business sense� (cited in LaBarre, 2000, p. 222). 

In summary, modern leadership theories highlight the business context in which 

self-knowledge, discernment and wisdom, a holistic systems perspective, emotional and 

interpersonal relationships, inspirational motivation, and the management of meaning 

become central for leader effectiveness. While not mentioning emotional or spiritual 

intelligences directly, many of these leadership paradigms appear to suggest that SI 



 

 

16

related abilities, such as self-knowledge, discernment, an I-Thou orientation for the 

development interpersonal relationships, a holistic systems view, trust and optimism, 

inspirational motivation, the mobilization of meaning, as well as courage, creativity, 

authenticity, and integrity all play an important role in leadership effectiveness.  

Intelligence Beyond IQ 

Other approaches to the study of leadership look at the contribution of intelligence 

in general, and IQ in particular, to leadership performance. However, several studies 

highlight the limitation of using IQ, a measure of cognitive intelligence focusing on 

linguistic and logical-mathematical abilities as the only form of intelligence to predict 

leader performance (e.g., Bahn, 1979; Dulewicz & Higgs, 2000; Fiedler, 2001).  

Bahn�s (1979) metareview of the research shows that IQ provided limited value in 

predicting supervisory performance. Some studies showed that leaders with too high an 

IQ may actually be detrimental for team performance. According to Bahn, experts agree 

that a minimum threshold level of IQ is necessary for good performance and that other 

non-IQ factors play a significant role in predicting leader effectiveness beyond that. A 

study of the relationship between leader IQ and team performance found a higher positive 

correlation of .56 between intelligence and performance in leaders with a directive style 

whose groups were supportive (i.e., willing to listen), a lower positive correlation of .21 

for leaders with a directive style whose groups were unsupportive and nonlistening, and a 

negative correlation of .05 for nondirective leaders with unsupportive and nonlistening 

groups (Fiedler, 2001). These results suggest a complex interaction between IQ and 

social dynamics, with the benefits of higher IQ only realized when the leader uses other 

abilities to create a supportive environment.  
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In a review of prior research, Hedlund and Sternberg (2000) found that IQ only 

accounts for about 20% to 30% of professional success. Sternberg (1997b, 2001) argues 

that improved prediction of leadership performance requires broadening the concept of 

intelligence beyond IQ. These studies and authors reviewing the contribution of IQ to 

leadership also highlight the limitation of using IQ as the only form of intelligence to 

predict leader effectiveness. 

Sternberg (1997a) defines intelligence as comprising mental abilities necessary 

for adaptation to as well as selection and shaping of, any environmental context. 

Sternberg (1997b) offers a triarchic model consisting of (a) academic intelligence (as 

measured by classical IQ tests), (b) practical intelligence (which grows through the 

accumulation of tacit knowledge for solving practical everyday problems), and (c) 

creative intelligence which involves synthetic abilities to see problems in new and novel 

ways and to escape the bounds of conventional thinking, but has not been studied as 

rigorously. 

A richer and broader model for multiple intelligences that goes beyond just 

�mental abilities� as defined by Sternberg is offered by Gardner (1983, 1999). Gardner 

defines intelligence as a set of abilities that are used to solve problems and create 

products which are valuable within a cultural setting or community. Gardner (1983) 

defines seven types of intelligences: linguistic, musical, logical-mathematical, spatial, 

bodily-kinesthetic, and two personal intelligences (a) an intrapersonal intelligence (the 

understanding of one�s self and �one�s own feeling life� [p. 239]), and (b) interpersonal 

intelligence (the understanding of others through the ability to �make distinctions among 

other individuals . . . among their moods, temperaments, motivations, and intentions� [p. 
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239]). Whereas Sternberg emphasizes mental abilities, Gardner�s model allows for a 

broader set of abilities such as musical or bodily-kinesthetic that may rely on specialized 

regions in the brain for their functioning, but are not typically thought of as mental 

abilities per se. 

In subsequent work, Gardner (2000) added naturalistic intelligence, the ability to 

recognize patterns in the flora and fauna in the wild. He also suggested the possibility of 

an existential intelligence, involving the capacity to address existential questions 

pertaining to �the fact of our existence as individuals in the cosmos and our capacity to 

puzzle over that fact� (p. 29).  

Building on Gardner�s model, Halama and Strizenec (2004) define existential 

intelligence as an ability to find and realize meaning in life. Furthermore, Halama and 

Strizenec suggest that the ability to find and realize meaning in life is also an important 

element of spiritual intelligence, and hence, they see existential and spiritual intelligences 

as nonidentical but mutually related and overlapping constructs.  

In building on Gardner�s (1983) theory of multiple intelligences, several authors 

have developed models of EI that, despite some criticism (e.g., Davies, Stankov, & 

Roberts, 1998), have shown some reliability and validation (e.g., Bar-On, 2000; Boyatzis, 

Goleman, & Rhee, 2000; Mayer, Salovey, & Caruso, 2004). The next section will review 

several EI models and a growing body of research that suggests a contribution of EI to 

business leader effectiveness.  

Models of EI and Its Contribution to Effective Business Leadership 

During the 1980s, Bar-On (1988) developed the Emotional Quotient Inventory 

(EQI) to parallel the Intelligence Quotient (IQ). The EQI measures a broad set of 
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noncognitive abilities and emotional competencies that influence success in dealing with 

environmental demands. Development of this self-report measure was based on an 

examination of the key elements of effective emotional and social functioning that led to 

well-being (Bar-On, 2000). People taking the EQI answer questions in five areas: (a) 

intrapersonal skills like emotional self-awareness, self-regard, self-actualization, or 

independence; (b) interpersonal skills like interpersonal relationships, empathy, and 

social responsibility; (c) adaptability, including problem solving, flexibility, and reality 

testing; (d) stress management and tolerance, and impulse control; and (e) general mood 

of optimism and happiness.  

Salovey and Mayer (1990) conceived of emotional intelligence as an ability 

combining cognitive processing with emotional information. They define EI as the ability 

�to monitor one�s own and others� feelings and emotions, to discriminate among them 

and to use this information to guide one�s thinking and actions� (Salovey & Mayer, 1990, 

p. 189). Mayer et al. (2004) outline a model of EI based on four abilities (called ability-EI 

here): (a) perception of emotions as the capacity to recognize emotions in self and others; 

(b) facilitation of thought through the use of emotional information; (c) understanding of 

emotions as the ability to analyze and predict their outcome; and (d) management of 

emotion in the context of goals, self-knowledge, and social environment. 

Following their conceptualization of EI as a form of intelligence, Mayer et al. 

developed the Multifactor Emotional Intelligence Scale (MEIS) and its successor, the 

Mayer, Salovey, and Caruso Emotional Intelligence Test (MSCEIT) (Mayer, Salovey, 

Caruso, & Sitarenios, 2003). Consistent with other traditional measures of intelligence, 

the MSCEIT is a performance test in which participants are assessed based on the four-
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ability EI model. For example, participants are asked to categorize the emotion conveyed 

in a picture as sad, afraid, or angry. 

Goleman (1995) builds on these prior models by expanding EI to include all 

competencies other than IQ that are important for success in life: �abilities such as being 

able to motivate oneself and persist in the face of frustrations; to control impulse and 

delay gratification; to regulate one�s moods and keep distress from swamping the ability 

to think; to empathize and to hope� (p. 34). Goleman (2001) defines emotional 

competence as a �learned capability based on emotional intelligence that results in 

outstanding performance at work . . . job skills that can, and indeed must be learned� (p. 

27). Emotional competencies, according to Goleman, explain the 80% of success that is 

not explained by IQ. Integrating with Goleman�s model, Boyatzis, Goleman, and Rhee 

(2000) describe the Emotional Competence Inventory (ECI), which uses a 360-degree 

feedback mechanism to gather self, subordinate, peer, and supervisory ratings on 12 

social and emotional competencies.  

Whereas Mayer and Salovey (1993) emphasize the term �intelligence� rather than 

competencies or traits in their four-ability EI model, Bar-On (2000) and Goleman 

(1998b) expanded the EI construct to include broader emotional competencies such as 

impulse control and traits such as conscientiousness or extraversion. A trait such as 

extraversion may depend on abilities, such as social skills, but as a trait it is a behavioral 

tendency rather than ability. To differentiate them from ability-EI, some authors refer to 

Goleman�s or Bar-On�s expanded EI models as trait-EI (e.g., Davies, Stankov, & 

Roberts, 1998; Petrides & Furnham, 2003).  
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Other authors (e.g., Goleman, 2006) delineate a difference between emotional and 

social intelligence. In fact, emotional intelligence has its original roots in Thorndike�s 

notion of social intelligence (Thorndike, 1920, 1936; Thorndike & Stein, 1937). Silvera, 

Martinussen, and Dahl (2001) use a heavily cognitive definition of social intelligence as 

�the ability to understand other people and how they will react to different social 

situations� (p. 314). Whereas Goleman (1995, 1998b, 2001) used a broad definition of 

emotional intelligence which included interpersonal capacities such as empathy, his more 

recent work (2006) relegates EI to the intrapersonal domain of self-awareness and self-

management, while awareness of the emotions of others (social awareness) and 

relationship management and the regulation of the emotions of others (social facility or 

relationship management) were seen as part of the social intelligence domain. Goleman 

(2006) states �my own model of emotional intelligence folded in social intelligence 

without making much of that fact, as do other theorists in the field� (p. 83). Indeed, the 

definition of emotional intelligence cited above�the ability �to monitor one�s own and 

others� feelings and emotions, to discriminate among them and to use this information to 

guide one�s thinking and actions� (Salovey & Mayer, 1990, p. 189)�clearly includes 

both awareness and regulation of emotions in self and other. That is, it covers Gardner�s 

(1983) intra- and inter-personal intelligence domains. As will be pointed out in the next 

chapter, for purposes of this research, emotional intelligence will be presumed to cover 

what some may break out as social intelligence.  

In studying the validity of EI, Barchard and Hakstian (2004) found that ability-EI 

predicts academic success, but does not add predictive validity beyond IQ. However, 

Lam and Kirby (2002) found that ability-EI contributes to cognitive performance under 
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stress even when controlling for IQ. Studies of ability-EI also show correlations between 

EI and life-satisfaction and reduced tobacco and alcohol usage (MacCann, Matthews, 

Zeidner, & Roberts, 2003). In social contexts, those who have higher ability-EI were 

more valued by the opposite sex even after controlling for personality (Mayer, Salovey, 

& Caruso, 2004).  

Additionally, studies find predictive power in the trait-EI model. For example, 

Gowing (2001) found that scores on the EQI are predictive of occupational success for 

U.S. Air Force recruiters. Rapisarda (2002) found that trait-EI competencies of influence 

and empathy (using ECI) correlated to team cohesiveness and team performance in a 

study of 18 teams composed of participants in an Executive MBA program. 

Despite the evidence for the positive performance effects of EI, some authors 

have criticized the EI construct as elusive and limited by the measurement properties of 

its tests. Davies, Stankov, and Roberts (1998) studied 530 participants and found that 

self-report trait-EI measures exhibited low reliability on some factors or correlated 

significantly with personality dimensions on other factors. Even ability-EI measures 

showed lower than acceptable reliability on several factors in this study. However, 

subsequent ability-EI instruments like MSCEIT have shown satisfactory overall 

reliability of over .90 and subscale reliabilities ranging between .76 to .96 (Mayer, 

Salovey, & Caruso, 2004). Not surprisingly, reliability for the ECI subscales when using 

360-feedback that averages ratings from peers, subordinates, and superiors, is somewhat 

higher ranging from a low of .73 on self-awareness scale to a high of .90 on the empathy 

scale (Boyatzis, Goleman, & Rhee, 2000). 
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Davies, Stankov, and Roberts (1998) and McCrae (2000) argue that there is no 

incremental predictive power in trait-EI because of the significant correlations between 

trait-EI and personality inventories. For example, high trait-EI people are low on the five 

factor model of personality (FFM) neuroticism scale (Bar-On, 2000), and are intuitive on 

the Myers-Briggs type indicator (Higgs, 2001).  

Despite such criticisms, EI has shown incremental predictive validity. For 

example, Furnham and Petrides (2003) found that trait-EI made a large contribution to 

happiness as it explained over 50% of the variance. The relationship was significant even 

when controlling for personality or cognitive ability. Similarly, Petrides and Furnham 

(2003) found that high trait-EI people exhibit greater emotional and social sensitivity, 

even when controlling for personality. In summary, despite important criticisms, modern 

measures of EI show satisfactory reliability and the EI construct offers incremental 

predictive validity for performance measures such as happiness and social sensitivity. 

Having established the reliability and validity of several models of EI, an 

increasing interest in the role of EI in business organizations and leadership has grown 

because teamwork and collaboration are required in groups (Abraham, 1999; Cherniss, 

2000, 2001; Cooper & Sawaf, 1997; Robins, 2002). Additionally, since the leader serves 

as a motivator and facilitator of relationships in the team, the leader�s EI is important for 

the performance of the whole team (Prati, Douglas, Ferris, Ammeter, & Buckley, 2003).  

Ashkanasy and Tse (2000) reviewed the theory and empirical studies on 

transformational leadership and conclude that transformational leaders need high EI. In 

fact, correlations show trait-EI contributes to effective transformational leadership (Bass, 

2001; Mandell & Pherwani, 2003). However, in highlighting the problem of using 
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divergent measures, Palmer, Walls, Burgess, and Stough (2001) used a different trait-EI 

measure and found no significant correlation between EI and transformational leadership. 

Unfortunately, these studies suffer from a common method bias as EI and the 

performance outcome are both measured using the self-report of the same person where 

the outcome was assessed using the Multifactor Leadership Questionnaire (MLQ), a self-

report measure of transformational leadership style, rather than some independent 

performance measure such as actual productivity, or commitment from the employees 

themselves rather than the self-report of the leader. 

Some authors suggest that EI accounts for over 80% of leader effectiveness 

(Bennis, 2001; Goleman, 1998a; Goleman et al., 2002). Goleman (1998b) cites a study of 

hundreds of executives at 15 companies by Hay/McBer in which �the stars showed 

significantly greater strengths in a range of emotional competencies, among them 

influence, team leadership, political awareness, self-confidence, and achievement drive. 

On average, close to 90 percent of their success in leadership was attributable to 

emotional intelligence� (p. 34). Higher cognitive abilities were 27% more frequent in the 

stars than in the average leaders. In comparison, emotional competencies showed greater 

significance, as they were 53% more frequent in the stars than the average leader. Such 

data, while suggestive of the contribution of EI to performance, lacks tangible objective 

measures of performance or EI. For example, assessing performance based on the �star 

status� as reflected in rapid career advancement within an organization is problematic 

since some charismatic leaders may promote their own power base and career at the 

expense of organizational performance (Hogan, Raskin, & Fazzini, 1990). 
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Others have put forward less extreme claims on the significance of EI for 

leadership (Caruso, Mayer, & Salovey, 2001) and argue for using an objective measure of 

ability-EI (MEIS/MSCEIT) for leadership selection. For instance, individuals who rank 

high in ability-EI measures seem to write higher quality vision statements, even when 

controlling for personality (Mayer et al., 2004).  

Wong and Law (2002) developed and used their own self-report EI measure to 

show that the EI of subordinates positively related to their job satisfaction and job 

performance as rated by the superior. They also found that the self-rated EI of the leader 

affects the followers� job satisfaction and organizational citizenship behavior while 

failing to show a relationship to follower performance. Indeed, it is hard to see how using 

the leader�s self-assessment of her own EI and only her assessment of her team members� 

performance can be valid to assess the link between the leader�s EI and the subordinate�s 

performance. No independent rating was used to judge subordinate performance across 

different leaders such that the relationship between the EI of the leader and the 

performance of the subordinates or the team could be ferreted out.  

Higgs and Rowland (2002) found that trait-EI predicts change leadership 

competency, but both were assessed through a self-report measure which introduces a 

common method bias. A study of 40 managers in a leadership development center 

showed a positive relationship between trait-EI and independently assessed leadership 

potential (Higgs & Aitken, 2003). The researchers used a self-report measure of trait-EI, 

and the leadership potential was assessed by independent center staff. 

In a survey of 100 corporate board directors, Dulewicz and Higgs (2003) found 

that the Chairman and CEO, the most significant leadership positions within the director 
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group, self-reported higher levels of trait-EI than the other directors. In another study 

(Dulewicz & Higgs, 2000) 58 managers from the UK and Ireland were assessed on 

personality traits, cognitive ability, and EI. In this study, trait-EI accounted for 36% of 

the variance in career advancement compared to 27% for IQ. These results are difficult to 

generalize because the authors used their own definition and measures of EI and IQ, with 

IQ including atypical competencies like planning and strategic decision making. 

V. Collins (2001) collected IQ, personality, ability- and trait-EI data on 91 

executives in a large company to assess the impact of EI on leadership success as 

measured by multi-rater feedback, position, and salary. Initially, no significant 

relationship between EI and leadership success was found. However, after controlling for 

gender, EI did appear to predict success. As women tend to have higher EI (Mandell & 

Pherwani, 2003), but lower salaries and face a �glass ceiling� in some organizations, 

controlling for gender differences is important for pinpointing the effect of EI (V. 

Collins, 2001).  

In a sample of 11 leaders of 26 different service teams, Feyerhem and Rice (2002) 

found mixed results between the manager�s ability-EI and the team�s performance. For 

example, they found a positive correlation between the leader�s EI component of 

understanding of emotions and customer satisfaction (r = .44, p < .05). However, they 

found a negative correlation between understanding of emotions and other performance 

measures such as accuracy (r = -.46, p < .01) and productivity (r = -.51, p < .01). The 

study highlights the challenge of correlational research as it is not likely that the ability-

EI component of understanding of emotion reduces productivity and accuracy directly; 

other possible factors (such as improved service quality, even with a smaller number of 
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served clients) might account for the negative correlation. In addition, the overall EI 

score, as well as the other EI components such as perception of emotions and 

management of emotions, showed no significant correlation with any aspects of 

performance. Such mixed results, which show positive correlations of some elements of 

EI to some performance measures but negative correlation to others, highlight the need 

for further research that uses larger sample sizes and looks at each of the components of 

EI and its contribution to different measures of performance. 

In summary, despite some methodological concerns (such as common method 

bias), mixed results (such as some aspects of EI showing negative correlations with some 

aspects of performance), and few tangible performance outcomes, conceptual analysis 

and the majority of empirical studies suggest a positive contribution of EI to leadership 

effectiveness. However, further tangible performance data beyond the leaders� own self-

reported relationship between their emotional intelligence and leadership abilities would 

be helpful to fully test the predictive power of EI on business leaders� effectiveness. 

Spirituality in Organizations and Workplace Settings 

Paralleling the growing interest in the application of EI to business is an emerging 

interest in the application of spirituality to work, organizations, and leadership (Ashmos 

& Duchon, 2000; Cavanagh, 1999; Creighton, 1999; Fairholm, 1996; Fry, 2003, 2005; 

Loehr & Schwartz, 2001; Milliman, Czaplewski, & Ferguson, 2003; Solomon & Hunter, 

2002; Wheatley, 1999, 2002). This emerging interest in how spirituality affects business 

and leadership is reflected in the growing number of journal articles and books devoted to 

it (Ashmos & Duchon, 2000; Duchon & Plowman, 2005; Jurkiewicz & Giacalone, 2004; 

Milliman, Czaplewski, & Ferguson, 2003; Reave, 2005). This growing interest in 
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spirituality in business and organizations can be partly explained through the application 

of Maslow�s hierarchy of needs (Tischler, 1999). As standards of living have risen in the 

developing world, workers in these societies are able to shift from concerns about 

survival and safety to self-actualization and spiritual needs.  

In discussing organizational spirituality, it is important to first define it. Not 

surprisingly, there are many definitions and measures of spirituality (e.g., Elmer, 

MacDonald, & Friedman, 2003; Lopez & Snyder, 2003; Stanard, Sandhu, & Painter, 

2000). Despite the overlap between religion and spirituality, there is general agreement 

on the distinction between them. Religion is focused on rituals and beliefs with regards to 

the sacred within institutional organizations, and spirituality refers to individual 

experiential elements of meaning and transcendence (Worthington, 2001). Elkins, 

Hedstrom, Hughes, Leaf, and Saunders (1988) identify several important dimensions of 

spirituality that include a sense of meaning and mission in life, a sense of sacredness of 

life, balanced appreciation of material values, and a vision for the betterment of the 

world. Friedman and MacDonald (2002) review many definitions of spirituality and 

identify several common themes. Based on these themes, they say that spirituality can be 

defined as (a) focus on ultimate meaning, (b) awareness and development of multiple 

levels of consciousness, (c) experience of the preciousness and sacredness of life, and (d) 

transcendence of self into a connected whole. 

Based on their review and thematic analysis of prior definitions of spirituality and 

workplace spirituality, Jurkiewicz and Giacalone (2004) define workplace spirituality as 

�a framework of organizational values evidenced in the culture that promote employees� 

experience of transcendence through the work process, facilitating their sense of being 
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connected to others in a way that provides feelings of completeness and joy� (p. 13). In 

their review of the literature and research correlating workplace spirituality and 

performance, Jurkiewicz and Giacalone (2004) suggest a positive link moderated through 

greater employee motivation, commitment, and adaptability and flexibility towards 

organizational change. They propose the following values framework for performance 

enhancing workplace spirituality: benevolence, generativity, humanism, integrity, justice, 

mutuality, receptivity, respect, responsibility, and trust. 

Other authors, such as Neck and Milliman (1994), have argued that spirituality in 

the workplace can bind employees to the company and enhance job performance. Neck 

and Milliman (1994) argue that spirituality in organizations can lead employees to 

experience consciousness at a deeper level and hence develop their intuitive abilities. 

Such intuition can enable employees to develop a more purposeful organizational vision 

that can increase innovation. Furthermore, organizations that offer spiritually-oriented 

goals provide opportunities to experience higher sense of service and greater personal 

growth. These in turn lead to better teamwork, organizational commitment, and, 

ultimately, performance. 

Saas (2000) conducted qualitative research that included observation, 38 

interviews, participation/volunteering, and document review in a nursing home. He 

identified three central characteristics of workplace spirituality. They are as follows: (a) 

value alignment between the management and ownership of the organization and the 

values of its members; (b) personal spirituality, in which the organization provides the 

context to foster the spiritual experience of employees; and (c) relationship-based 

organizing, creating a community or family-like feeling. 
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Mitroff and Denton (1999) investigated the role of spirituality in the workplace 

through mailed questionnaires and interviews with senior executives and human 

resources managers in different companies throughout the Western US. They report that 

approximately 30% of participants had positive views of religion and spirituality. A small 

group, roughly 2%, had positive views of religion and negative view of spirituality, while 

another 8% had negative views of both religion and spirituality. The majority, or 60%, 

had positive views of spirituality and negative views of religion. Those who worked in 

organizations they evaluated as �more spiritual� also perceived their organizations as 

more profitable. Participants ranked what gave them the most meaning and purpose from 

work (ranked from first to seventh). 

1. The ability to realize my full potential as a person. 

2. Being associated with a good and ethical organization. 

3. Interesting work. 

4. Making money. 

5. Having good colleagues; serving humankind. 

6. Service to future generations. 

7. Service to my immediate community.  

Dent, Higgins, and Wharff (2005) reviewed, analyzed, and coded 87 scholarly 

articles relating to workplace spirituality and explored the nexus between spirituality and 

leadership. They concluded that most articles couple spirituality and religion, and most 

hypothesize, and some have actually found, a correlation between spirituality and 

productivity.  
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In studying the impact of a spiritual practice aimed at the development of 

consciousness, Schmidt-Wilk, Alexander, and Swanson (1996) review retrospective, 

prospective, and case study research on the applications of meditation with employees 

across different levels in businesses. Their conclusion was that meditation appeared to 

improve health, well-being, job satisfaction, efficiency, and productivity. This, in turn, 

seemed to improve organizational climate, reduce absenteeism, and bolster financial 

performance. 

In a survey of 556 employees in three different organizations, Lee, Sirgy, Efraty, 

and Siegel (2003) found that quality of work life influences life satisfaction through the 

mediation effects of spiritual well-being and job satisfaction. The authors suggest that 

managers can enhance spiritual well-being and job satisfaction by meeting the 

employees� higher-order needs (e.g., social, self-esteem, and self-actualization needs). 

Those in turn will boost employee morale, facilitate organizational citizenship behaviors, 

and enhance work performance. 

Grant, O�Neil, and Stephens (2004) surveyed 334 nurses in a university hospital 

and found that while the majority (91%) consider themselves to be a �spiritual person� 

(compared to 42% who consider themselves to be a �religious person�), and 88% say 

they are �personally interested in spirituality,� over 40% do not find opportunities to 

practice their spirituality at work. Many others may have work experiences that cause 

them to doubt spirituality�s relevance and may perceive talk about spirituality to be 

unwelcome. For example, 26% believe that the kind of spirituality being promoted is 

�superficial� and 30% believe it is �becoming too commercialized.� Indeed, other authors 

have expressed skepticism of workplace spirituality as it is seen as an opaque construct, 
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that can be used to manipulate meaning, and avoid productive conflict in the workplace 

(Brown, 2003).  

Ashmos and Duchon (2000) define spirituality at work as �the recognition that 

employees have an inner life that nourishes and is nourished by meaningful work that 

takes place in the context of community� (p. 137). Thus, spirituality at work addresses 

three aspects pertaining to inner life, meaningful work, and community. Based on 696 

participants, Ashmos and Duchon (2000) developed a reliable measure of spirituality at 

work containing seven factors: (a) conditions for community, including value alignment; 

(b) meaning at work; (c) inner life; (d) blocks to spirituality; (e) personal responsibility; 

(f) positive connections with other individuals; and (g) contemplation. In an exploratory 

study with a small sample size containing six hospital units, Duchon and Plowman (2005) 

found that work unit performance (measured in terms of patient satisfaction) is associated 

with work unit spirituality. Duchon and Plowman (2005) suggest that the spirituality-

performance connection is enabled �by leaders who possess a strong spirit-friendly 

orientation� (p. 823). Indeed, the leaders in the better performing units showed higher 

spirituality scores than the leaders in the lower performing units. 

Milliman, Czaplewski, and Ferguson (2003) examined the contribution of 

workplace spirituality to outcome, utilizing three factors from the Ashmos and Duchon 

(2000) conceptualization of workplace spirituality and their impact on five job attitude 

variables. They used a sample of 208 part time MBA students working across diverse 

industries. Using structural equation modeling, they found that meaningful work and 

sense of community positively contributed to organizational commitment, intrinsic job 

satisfaction, greater job involvement, and organizational-based self-esteem levels. Sense 
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of community and alignment of values contributed to lower intentions to quit. 

Additionally, alignment of values also contributed to organizational commitment. This 

study is noteworthy as it is among the first to empirically test presumed relationships 

between workplace spirituality and organizational outcomes using a statistically 

significant sample size. Unfortunately, among the study�s limitations is the fact it is based 

on a single self-report survey instrument, which introduces a potential for a common 

method variance among the variables. 

In summary, despite the growing interest in organizational and workplace 

spirituality and the theoretical arguments made for its positive impact on performance, 

there are limited numbers of empirical studies on the topic. While a number of qualitative 

studies do suggest a positive contribution of workplace spirituality to organizational 

outcomes, they are usually limited by their small sample size. Furthermore, most of these 

studies lack tangible or objective outcome or performance measures. These factors make 

it challenging to generalize from these studies. Furthermore, the few quantitative studies 

that do exist suffer from methodological limitations such as no statistical significance, 

small sample sizes, or exclusive reliance of self-reports. 

Spirituality and Leadership 

The spiritual qualities and themes discussed earlier, such as confidence in the 

meaning and purpose of life, a sense of mission in life, and a vision for the betterment of 

the world, tie into the inspirational elements of leaders and to those models of leadership 

that highlight the leader�s role in defining and mobilizing meaning (Bass & Steidlmeier, 

1999; Fairholm, 1996; Fry, 2003; Hartsfield, 2003; Lee, Sirgy, Efraty, & Siegel, 2003). 

Indeed, as work forms one of people�s most significant communities, they expect work 
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(where they spend the bulk of their waking hours) to satisfy their deeply held need for 

meaning (Fairholm, 1996; Fry, 2003, 2005; Wheatley, 2002). Fairholm�s (1996) research 

with midlevel managers points to the spiritual as well as economic rewards people 

receive from work. 

Sanders, Hopkins, and Geroy (2003) explore the spiritual dimensions of 

leadership by proposing a transcendental leadership theory that hierarchically integrates 

and extends the transactional and transformational theories of leadership. Transcendental 

leadership, in their view, comprises three dimensions of spirituality: consciousness, moral 

character, and faith. As leaders grow in their spiritual development along these 

dimensions, they develop greater awareness and intuition along the consciousness 

dimension, are guided by an internalized set of universal values along the moral 

dimensions, and are more inner-directed along the faith dimension. These developments 

lead to internal locus of control and greater leadership effectiveness. 

Houston and Sokolow (2006) discuss the spiritual dimension of leadership by 

reviewing how spirituality applies to the practical business of motivating staff and 

accomplishing goals. They identify eight basic spiritual principles: setting intention, 

paying attention, cultivating the unique gifts of employees, expressing gratitude for 

progress made, applying unique life lessons, taking a holistic perspective, maintaining 

openness, and cultivating trust in a higher self. 

McCormick (1994) argues that the integration of spirituality and management 

provides a source of enduring meaning for all people currently working in turbulent 

times. From their experiences as leadership consultants, Covey (2004) and Wheatley 

(1999, 2002) argue that the need for a union between spirituality and work is an 
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unavoidable consequence of the chaotic times in which leaders must respond to questions 

of meaning that historically have only been answered by the spiritual traditions. These are 

questions such as �what are my values?� and �what is the meaning and purpose of my 

work or life?� 

From his anecdotal experience as a leadership author, coach, and trainer, Covey 

(1990, 2004) sees both emotional and spiritual development as important for effective 

leaders. Given the communal interdependence that is the cornerstone of an effective 

organization, he advocates principle-centered leadership, which consistently applies 

natural universal laws to guide action and to build trust. Covey further states that 

effective leaders �regularly exercise the four dimensions of human personality: physical, 

mental, emotional, and spiritual� (p. 38). Similarly, Strack and Fottler (2002) argue that 

leaders who are more spiritually actualized tend to be more effective as they are likely to 

implement the Kouzes and Posner (2005) five practices of effective leadership. 

Furthermore, an inspirational leader helps people to expand their capacity to understand 

the complexities of work and to inspire and breathe life into the vision of the organization 

(Creighton, 1999). 

Based on his own leadership experience and consistent with the teachings of the 

spiritual traditions, Greenleaf (2002) describes effective leadership as service. The 

servant leader points the way by showing initiative, listening, demonstrating empathy, 

exhibiting awareness, using persuasion, and having conceptual foresight. Furthermore, 

the effective leader uses insight into higher levels of consciousness and �knows the 

unknowable�beyond conscious rationality� (Greenleaf, p. 35). Indeed, Schneider, 

White, and Paul (1998) found that an organizational climate for service yielded greater 
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customer perception of service quality, which can be expected to lead to numerous 

benefits such as greater customer retention, loyalty, and brand equity. Their study 

involved surveys of employees and customers in 134 branches of a large northeastern 

bank. Service climate was found to be fostered through the right foundation conditions 

such as support, training, and leadership responsiveness to requests for help or guidance.  

From studying ego development stages in leaders and specifically tracking 10 

longitudinal organizational development efforts, Rooke and Torbert (1998) categorize the 

highest and most effective development stage of leaders as magicians. At this highest 

development stage, magicians seek participation in spiritual transformation, synthesize 

and blend opposites, utilize intuition, and experience disintegration of ego identity. 

Parameshwar (2005) did an in-depth analysis of 504 events from the 

autobiographies of 10 human rights leaders. From this analysis, Parameshwar offers an 

integrative conceptual framework of spiritual leadership that is based on ego-

transcendence.  

Quinn (2000) highlights several qualities of great leaders based on his study of 

some of the world�s great transformational leaders, such as Gandhi, Jesus, and Martin 

Luther King, all of whom drew on their spirituality to inspire themselves and those who 

follow them. First among these is that the path of deep organizational change and 

transformation begins with profound change and transformation within the leader. Such 

inner transformation requires mindfulness and great self-knowledge. Furthermore, Quinn 

argues that great leaders are inner-directed, following their inner compass to do things 

that are inherently rewarding, manifesting freedom from social and outside norms. Yet, 

paradoxically such leaders are also egoless rather than narcissistic or self-centered, as 
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they are other-focused and manifest great empathy. At the same time, such leaders 

exhibit a great sense of purpose as paradoxically, they are both people and task focused. 

Additionally, great leaders manifest freedom from fears (i.e., courage�not in that they 

don�t have fears, but rather in that they are not ruled by them). 

Fry (2003) calls for a more holistic and spiritual leadership that integrates the four 

dimensions of the person: body, mind, heart/emotions, and spirit. Hence, �to motivate 

followers, leaders must get in touch with their core values and communicate them to 

followers through vision and personal actions to create a sense of spiritual survival 

through calling and membership� (p. 693). Fry (2003, 2005) outlines a spiritual 

leadership theory (SLT) which �was developed within an intrinsic motivation model that 

incorporates vision, hope/faith, and altruistic love� (Fry, 2005, p. 47). SLT contains three 

main qualities of leadership: (a) Vision�defines the destination and journey reflecting 

high ideals and standards for excellence; (b) Altruistic Love�provides for a sense of 

wholeness, harmony, and well-being produced through care, concern, and appreciation 

for self and others; and (c) Hope/Faith�fostering endurance, perseverance, �do what it 

takes� attitude, reaching for stretch goals with an optimistic expectation of victory and 

excellence. Fry links his definition of altruistic love to the qualities of trust/loyalty, 

forgiveness/acceptance/gratitude, integrity, honesty, courage, humility, kindness, 

compassion, and patience/meekness/endurance. SLT posits a causal link between 

hope/faith, altruistic love, and vision, which in turn support a sense of meaning, purpose, 

and calling, as well as a sense of membership in followers. A sense of meaning and 

calling in one�s work and organizational membership in turn supports organizational 

commitment, effort, and productivity, leading to higher organizational effectiveness.  
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However, despite this growing body of literature arguing the relevance of 

spirituality to effective leadership, indeed there are only a handful of empirical studies 

that investigated the link between them. In surveying approximately 200 individuals in a 

U.S. Army study, Fry, Vitucci, and Cedillo (2005) found that SLT qualities defined 

above are linked with self-reported organizational commitment, productivity, and effort, 

mediated by greater meaning/calling, and higher sense of membership and belonging. 

Meaning and calling, as well as membership were in turn supported by the three 

components of SLT, namely hope/faith, vision, and altruistic love. Though not studying 

the effect of individual leader qualities but rather the effect of organizational 

culture/climate, items assessing these three components of SLT suggest that spiritual 

qualities such as meaning, purpose, faith, hope, optimism, integrity, humility, courage, 

and compassion are adaptive and contributive to the organizational commitment and 

effort of people who are members of organizations that manifest them. 

Posner, Slater, and Boone (2006) investigated the relationship between spirituality 

and leadership by examining the relationship between the Leadership Practices Inventory 

(LPI) and the Spirituality Assessment Scale (SAS, Beazley, 1998). SAS includes two 

components�the Definitive Dimension which is characterized by spiritual practices and 

living in faith relationship with the transcendent, and the Correlated Dimension�that 

assess the embodiment of three spiritual values (humility, honesty, and service to others). 

They found significant correlations between leadership as measured by the LPI and the 

Correlated Dimension of spirituality, but no significant correlations with the Definitive 

Dimension. These results suggest that it is the embodiment of certain spiritual values 
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such as humility, honesty, and service that contributes to leadership, rather than spiritual 

belief or practices such as meditation or prayer per se. 

 Rego, Cunha, and Oliveira (in press) analyzed 175 critical incidents of 105 

employees in 53 organizations who identified events in which their leaders respected or 

disrespected workplace spirituality. After describing each incident, employees reported 

their reactions. Positive leader behaviors included the following: (a) promotion of self-

determination and employee personal development; (b) respecting the inner and personal 

life of employees; (c) kindness, compassion, and respect; (d) promotion of interpersonal 

relationships and sense of community; and (e) courage and open-mindedness. The most 

frequent reactions to these behaviors were higher levels of psychological well-being, 

higher commitment, and stronger sense of calling.  

On the basis of interviews with six community college leaders, Borger (2007) 

developed a spiritual leadership framework. Seven themes emerged from the interviews: 

(a) the motivating importance of meaning by �making a difference�; (b) the role of 

vocation or calling; (c) the significance of reflection and balance; (d) the importance of 

self-awareness and �ego strength�; (e) the significance of values and integrity; (f) the 

existence of common indicators or experiences, regardless of religious participation; and 

(g) the value of relevant experience.  

Parish (1999) did qualitative detailed in-person interviews with 6 educational, 3 

ministerial, and 3 political leaders, addressing their effective leadership style. Of the 12 

leaders, 3 (25%) stated that they were not inspired to lead based on spirituality. 

Conversely, 9 (75%), stressed the importance of spirituality in daily activities, as well as 

leadership. Similarly, Jacobsen (1994) interviewed 22 leaders from the public and private 
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sectors, each nominated by an outside panel of experts. For the majority of leaders, 

spirituality played a vital role in their personal and professional activity. The majority 

favored the integration of spirituality into secular organizational life; however a 

significant minority was concerned about the role of spirituality in a religiously diverse 

culture. 

Delbecq (2000) reported on the impact of a course on spiritual development for 

business leaders in which nine CEOs and nine MBAs in Silicon Valley participated. The 

course focused on integrating business leadership as a calling, listening to the inner voice 

in the midst of work turbulence, self-integration to address challenges, and discernment 

in leadership. Delbecq reports getting positive feedback from most participants as the 

course appeared to touch participants deeply both in their spiritual unfolding, as well as 

its relevance to their business careers. The overall summary evaluation for the course 

scored 4.93 on a 5.0 scale. 

Reave (2005) reviewed over 150 studies showing that there is a consistency 

between spiritual values and practices and effective leadership. Spiritual values such as 

integrity, honesty, and humility have been shown to contribute to leadership 

effectiveness. Similarly, spiritual practices and behaviors such as exhibiting respect for 

others, manifesting fair treatment, showing care and concern, listening responsively, 

recognizing the contributions of others, as well as engaging in reflective practices have 

also been found to contribute to leadership effectiveness.  

Lee (2006) did an exploratory cross-sectional survey with 143 leaders in school 

administration to investigate the relationship between spirituality, emotional intelligence, 

and psychological empowerment as the independent variables and motivation to lead as 
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the dependent variable. Results showed significant positive correlations between two of 

the independent variables of emotional intelligence and spirituality, and the motivation to 

lead. However, after controlling for emotional intelligence, spirituality did not account 

for any additional variance in the motivation to lead variable.  

Hartsfield (2003) found a significant correlation between spirituality and 

transformative leadership in a study of 124 leaders in a large aerospace corporation. He 

used the Multifactor Leadership Questionnaire (MLQ), the Spiritual Well-Being-Scale 

(SWBS, Ellison, 1983), a self-report measure of trait-EI, and a measure of self-efficacy. 

Hartsfield found that all three�spirituality, EI, and self-efficacy�contributed to 

transformational leadership. Spirituality had a beta coefficient of .15 (p < .05), EI had a 

beta coefficient of .34 (p < .001), and self-efficacy had a beta coefficient of .29 (p < .01). 

Together these three variables accounted for 40% of the variance in transformational 

leadership. As noted earlier, transformational leadership seems to contribute to leader 

effectiveness, so while Hartsfield�s study used a self-report measure of transformational 

leadership style rather than tangible outcome data, these results can be interpreted to 

suggest a positive contribution of spirituality to effective business leadership. 

As impressive as these results are, Hartsfield�s (2003) study suffers from a 

common methodological problem because the dependent and all of the independent 

variables were measured using self-reported data. This reduces the validity of Hartsfield�s 

conclusions. Furthermore, Hartsfield found significant correlations among all three 

independent variables. Spirituality correlated to EI (r = .36, p < .001) and self-efficacy (r 

= .29, p < .001). Similarly EI correlated to self-efficacy (r = .52, p < .001). While this 

highlights the potential relationship between EI and spirituality, this correlation also 
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suggests that the regression estimating their impact on leadership suffers from 

multicolinearity. Yet, the Hartsfield study is important in that it looked at the contribution 

of EI and spirituality simultaneously and found that spirituality makes a contribution to 

the variance in leadership even after controlling for EI.  

Although spirituality appears to be correlated with transformational leadership, 

other research shows mixed results. For example, a study by Zwart (2000) found no 

relationship between spirituality and transformational leadership in 266 leaders. He used 

the MLQ for the transformational leadership assessment, but a different measure of 

spirituality than used by Hartsfield (2003) thus making it unclear if the two studies are 

measuring the same spirituality construct. Such divergence of results between the 

Hartsfield (2003) and Zwart studies highlights the need to use common definitions and 

measures in comparing results across different studies.  

In summary, the study of the contribution of spirituality to leadership is a young 

endeavor in which diverse approaches are used and little agreement exists about the 

operational definitions of the key constructs (Dent, Higgins, & Wharff, 2005; Strack & 

Fottler, 2002). While theoretical arguments and a number of qualitative studies do 

suggest a positive contribution of spirituality or spiritual practice to leadership and 

business performance, the qualitative studies reviewed used mostly small sample sizes 

and lacked objective measures of performance outcomes. These factors reduce the 

generalizability of the findings. 

Furthermore, there has been no research using the construct of spiritual 

intelligence (consisting of abilities that predict functioning and adaptation) rather than 

spirituality, which emphasizes the experiential and belief elements. For example, the 



 

 

43

Hartsfield (2003) study used the SWBS (Ellison, 1983), which includes two subscales 

measuring existential well-being and religious belief. These subscales of spirituality are 

less likely to predict leadership effectiveness than the capacity to be present and mindful, 

to find and mobilize meaning, to manifest discernment and integrity, to exhibit humility 

and egolessness, or the ability to use multiple modes of consciousness such as intuition in 

problem solving. Such abilities would better fall under the umbrella of spiritual 

intelligence rather than spirituality. Hence, there is a need to separate out the experiential 

elements of spirituality from those elements that reflect abilities that predict functioning 

and adaptation (Gardner, 2000). In this regard, spiritual intelligence (comprising abilities 

that predict functioning) holds greater promise than spirituality in explaining and 

predicting effective business leadership. 

Spiritual Intelligence 

Much like emotional intelligence defines a set of abilities that draw on emotional 

resources and information (Mayer, Salovey, & Caruso, 2004), spiritual intelligence 

involves a set of abilities that draw on spiritual resources (Emmons, 1999). SI combines 

the constructs of spirituality and intelligence into a new construct of spiritual intelligence. 

Whereas spirituality refers to the individual search for, and experiential elements of, the 

sacred, meaning, higher-consciousness and transcendence, spiritual intelligence places a 

greater emphasis on abilities that draw on such spiritual themes to predict functioning and 

adaptation, and to produce valuable products or outcomes (Emmons, 1999). 

Emmons (2000a, 2000b) draws on Gardner�s definition of intelligence and argues 

that spirituality can be viewed as a form of intelligence because it predicts functioning 

and adaptation and offers capabilities that enable people to solve problems and attain 
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goals. In other words, spirituality is based on abilities that produce valuable outcomes. 

Research suggests a relationship between spirituality, life purpose and satisfaction, 

health, and well-being (George, Larson, Koening, & McCullough, 2000; Kass, Friedman, 

Leserman, Zuttermeister, & Benson, 1991; Veach & Chappel, 1992). Elmer, MacDonald, 

and Friedman (2003) reviewed research on the impact of spirituality on health and found 

that it contributes to lower disease rate and longer life. When facing an injury, spiritually 

oriented people seem to respond better to intervention, better handle trauma (Emmons, 

2000a), and have lower depression rates (MacDonald & Friedman, 2002). Trott�s (1996) 

study of 184 workers in a Fortune 100 company indicated positive correlations between 

spiritual well-being and general self-efficacy. 

In looking at spirituality through the lens of intelligence, Emmons (1999) writes, 

�spiritual intelligence is a framework for identifying and organizing skills and abilities 

needed for the adaptive use of spirituality� (p. 163). Emmons (2000a) proposes five 

components for SI as follows: (a) ability to utilize spiritual resources to solve problems, 

(b) ability to enter heightened states of consciousness, (c) ability to invest everyday 

activities and relationships with a sense of the sacred, (d) capacity for transcendence of 

the physical and material, and (e) capacity to be virtuous. However, in responding to 

criticisms from Mayer (2000) who argues that virtuous behavior belongs more to ethics 

and personality rather than intelligence, Emmons (2000b) drops (e) the capacity to be 

virtuous from his revised definition of SI and retains the first four (a through d) 

components of his model.  

A somewhat different framework is offered by Vaughan (2002) who defines SI as 

�a capacity for a deep understanding of existential questions and insight into multiple 
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levels of consciousness . . . it implies awareness of our relationship to the transcendent, to 

each other, to the earth, and all beings.� (p. 19). Hence, Vaughan�s (2002) model may be 

seen to imply three components of SI: (a) the ability to create meaning based on deep 

understanding of existential questions, (b) an awareness of and the ability to use multiple 

levels of consciousness in problem solving, and (c) an awareness of the interconnection 

of all beings to each other and to the transcendent. 

In focusing the definition of SI on issues of meaning, Zohar and Marshall (2000) 

define SI as 

the intelligence with which we address and solve problems of meaning and value, 
the intelligence with which we can place our actions and our lives in a wider, 
richer, meaning-giving context, the intelligence with which we can assess that one 
course of action or one life-path is more meaningful than another. (p. 3)  
 

Zohar and Marshall�s definition also highlights and hints at linking SI to a sense of 

connection to the wider and greater whole. 

Overlapping somewhat with other authors, Levin (2000) argues that SI is 

exhibited when we live in a way that integrates spirituality into our daily life. Levin 

suggests that the development of SI requires the recognition of our interconnection to all 

of life, and the capacity to utilize perceptual powers beyond the five senses including our 

intuition, which is seen as another level of consciousness and intelligence beyond 

analytical, linear, and rational thought.  

Wolman (2001) defines spiritual intelligence as �the human capacity to ask 

ultimate questions about the meaning of life, and to simultaneously experience the 

seamless connection between each of us and the world in which we live� (p. 83). Nasel 

(2004) defines spiritual intelligence as the  
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ability to draw on one�s spiritual abilities and resources to better identify, find 
meaning in, and resolve existential, spiritual, and practical issues. . . . Such 
resources and abilities, be it prayer, intuition, or transcendence, ought to be 
relevant to facilitating an individual�s capacity for finding meaning in 
experiences, for facilitating problem solving, and for enhancing an individual�s 
capacity for adaptive decision making. (p. 42, p. 305)  
 
Based on his study of some of the world�s major spiritual traditions (Buddhism, 

Christianity, Confucianism, Islam, Judaism, Shamanism, and Taoism), Walsh (1999) 

identifies and discusses seven common practices that are universal across these spiritual 

traditions. Amram (2007) developed an ecumenical grounded theory of SI based on 

interviews with 71 people of different spiritual traditions designated as spiritually 

intelligent by their associates. A minimum of four interviews was conducted within each 

of the following spiritual traditions: Buddhism, Christianity, Earth-Based (Shamanic and 

Pagan), Hindu, Islam/Sufism, Jewish, Non-Dual, Taoism, and Yoga. In addition to the 

well-defined traditions, the largest single group of participants (20) could be 

characterized as integrative or eclectic in their spiritual orientation, following their own 

unique personal integration of several traditions. The majority were spiritual teachers 

(Priests, Rabbis, Swamis, Sheikhs, etc.). Some were therapists or business leaders who 

integrated spirituality into their work.  

Each interviewee was asked to describe their spirituality in terms of practices and 

qualities they cultivate in daily life; how spirituality informs their work and relationships; 

and how they integrate, manifest, and draw on their spirituality to help daily functioning. 

At the end of the interview, the participants were asked to critically comment on the 

emergent themes from prior interviews. 

Using grounded theory (Glaser, 1992; Glaser & Strauss, 1967; Strauss & Corbin, 

1990), Amram (2007) utilized open coding to identify individual properties (e.g., 
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gratitude, joy, abundance, and appreciation of beauty), followed by axial coding to 

identify themes (e.g., love of life, which combines all of the above properties). Lastly, 

selective coding identified higher-level themes such as grace, which combines the theme 

of love of life with the theme of the sacred and the theme of trust. Interviews continued 

until convergence and saturation of the model was achieved. 

From a qualitative analysis of these interviews, Amram (2007) identified seven 

major themes and several subthemes that emerged in the SI model.   

1. Consciousness�Developed refined awareness and self-knowledge.  

a.  Mindfulness�knowing self and living consciously with clear intention and 

mindful, embodied awareness and presence. 

b.  Trans-rational knowing�transcending rationality through synthesis of 

paradoxes and using various states/modes of consciousness (e.g., meditation, 

prayer, silence, intuition, and dreams) to access knowledge. 

c.  Practice�using a variety of practices to develop and refine consciousness or 

spiritual qualities. 

2. Grace�Living in alignment with the sacred, manifesting love for, and trust in life. 

a. Sacred�living in alignment with the divine, a universal life force, nature, or 

one�s true essential nature. 

b.  Love of life�reverence and cherishing of life based on gratitude, beauty, 

vitality, and joy. 

c.  Trust�hopeful/optimistic outlook based on faith or trust. 

3. Meaning�Experiencing significance in daily activities through a sense of purpose and 

a call for service, including in the face of pain and suffering. 
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4. Transcendence�Going beyond the separate egoic self into an interconnected 

wholeness. 

a.  Relational I-Thou�nurturing relationships and community with  acceptance, 

respect, empathy, compassion, loving-kindness, generosity, and I-Thou 

orientation. 

b.  Holism�utilize a systems perspective seeing the wholeness, unity, and the 

interconnections among diversity and differentiation. 

5. Truth�Living in open acceptance, curiosity, and love for all creation (all that is). 

a. Acceptance�forgive, embrace, and love what is, including the �negative� and 

shadow. 

b. Openness�open heart and mind, open curiosity, including open respect for the 

wisdom of multiple traditions. 

6. Serenity�Peaceful surrender to Self (Truth, God, Absolute, true nature). 

a. Peacefulness�centered, equanimity, self-acceptance, self-compassion, and 

inner-wholeness. 

b. Egolessness�letting go of persona to maintain humble receptivity, 

surrendering, and allowing what wants and needs to happen. 

7. Inner-Directedness�Inner-freedom aligned in responsible wise action. 

a. Freedom�liberation from conditioning, attachments and fears, manifesting 

courage, creativity, and playfulness. 

b. Discernment�wisdom to know truth using an inner-compass (conscience). 

c. Integrity�being/acting authentically, responsibly, and with alignment to one�s 

values. 
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In addition, parallel work by Amram and Dryer (2008) focused on the 

development and validation of the Integrated Spiritual Intelligence Scale (ISIS) built 

from these themes. ISIS is an 83-item self-report ecumenical measure of spiritual 

intelligence that was found to be reliable and valid. Based on cluster and principle 

component analysis of results from 263 participants, ISIS contains 5 main domain scales 

and 22 capability scales that show considerable overlap with the qualitative themes 

identified from the interviews by Amram (2007) above. The five ISIS domains are  

Meaning, Consciousness, Grace, Transcendence, and Truth. The 22 capability subscales 

are Beauty, Discernment, Egolessness, Equanimity, Freedom, Gratitude, Higher-Self, 

Holism, Immanence, Inner-Wholeness, Intuition, Joy, Mindfulness, Openness, Practice, 

Presence, Purpose, Relatedness, Sacredness, Service, Synthesis, and Trust. Indeed, most 

of the qualitative themes identified in Amram�s qualitative themes and grounded theory 

model found confirmation within the ISIS domain scales and capability subscales. While 

showing some small differences in clustering of individual capabilities, the five ISIS 

domains parallel the first five qualitative themes in Amram�s (2007) grounded theory 

model. The qualities related to the sixth theme, including peacefulness, equanimity, and 

egolessness, are included and cluster within the ISIS Truth domain. Similarly, qualities 

related to the seventh theme of inner-directedness, such as freedom and discernment, 

cluster within the ISIS Grace domain. As ISIS shows satisfactory reliability and validity, 

it complements and further validates the qualitative grounded theory model of spiritual 

intelligence outlined above. 
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Biological Basis of Spiritual Intelligence 

Gardner (1999) emphasizes the biological basis and biopsychological aspects of 

intelligence. Hence, Gardner adds several considerations to the list of criteria for 

intelligence. These include the potential for localization and isolation of certain abilities 

to specialized regions in the brain, and an evolutionary history and plausibility for their 

development. 

Indeed, classical cognitive intelligence functions such as language, mathematical, 

and deductive reasoning are associated with the left brain hemisphere, whereas the 

unification of parts into a greater holistic picture, and intuition (both of which may be 

deemed as components of spiritual intelligence) are associated with the right brain 

hemisphere (Deutsch & Springer, 1997; Herrmann, 1981; Ornstein, 1998; Power & 

Lundsten, 1997). In highlighting the biological basis of the SI quality of mindfulness, 

Davidson and colleagues (2003) found that those who trained in mindfulness meditation 

exhibit significantly greater activity in the prefrontal cortex even while not in meditation. 

Lazar and colleagues (2005) found that a mindfulness meditation practice is associated 

with increased cortical brain thickness, showing brain regions of the right anterior insula, 

right middle and superior frontal sulci were thicker among the savvy meditators 

compared to matched controls. Lutz, Greischar, Rawlings, Ricard, and Davidson (2004) 

found that a long-term compassion and loving-kindness meditation practice is associated 

with altered resting electroencephalogram patterns, suggesting that the development of SI 

relatedness qualities such as compassion and loving-kindness involves temporal 

integrative mechanisms and may induce short- and long-term neural changes in the brain. 
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Furthermore, Lutz et al. (2004) found particular brain area activation during loving-

kindness and compassion meditation among such trained meditators. 

Similarly, recent discoveries of the mirror neuron system in the brain have 

provided biological basis for the capacity for empathy, a component of SI (Gallese, 2003, 

2005). Furthermore, meta-analysis of 80 studies reporting neural correlates of empathy 

suggests that the medial prefrontal cortex mediates human empathy using six spatially 

distinct activation clusters in the medial part of the frontal lobe dorsal to the 

intercommissural plane (Seitz, Nickel, & Azari, 2006).  

Hamer (2004) has found a gene contributing to self-report value of self-

transcendence from his study of same-sex siblings. Furthermore, Kirk, Eaves, and Martin 

(1999) found genetic factors to be important in influencing self-transcendence, based on a 

study of Australian twins.  

In summary, these findings suggest a link between spiritual intelligence abilities 

and biologically based qualities. They include self-transcendence, holistic thinking, 

intuition, empathy, compassion, loving-kindness, and mindfulness and their biological 

basis, including association with specialized processing subsystems in the brain and 

genetic evolutionary plausibility.    

Contribution of Spiritual Intelligence to Effective Business Leadership 

Looking at some of the components of SI discussed above suggests several 

possible links between SI and effective business leadership. For example, the ability to 

experience and mobilize meaning based on an understanding of existential questions, 

sense of purpose, and a call for service would tie in to the leader�s role in setting a 

purpose and mobilizing meaning for their organization (Bass, 1990, 1997, 2001; Bennis, 
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2000, 2001, 2007; Fry, 2003, 2005; Kouzes & Posner, 1992, 2005, 2006; Smircich & 

Morgan, 1982). Spiritually intelligent leaders would engage in their job motivated by 

rewards that go beyond financial and status considerations but rather view their work 

through a sense of purpose and a call for service. This sense of purpose and/or call for 

service would relate to the inspirational motivation elements of transformational 

leadership theory in which leaders provide meaning to followers through shared goals 

(Bass, 1990). The leader�s meaning-making ability also relates to one of Bennis� (2000) 

key leadership abilities pertaining to the management of meaning and to Kouzes and 

Posner�s (2005) practice of inspiring a shared vision. 

Additionally, leaders with developed and refined consciousness could be 

presumed to have greater capacities to use multiple modes of knowing such as intuition, 

dreams, and extra sensory perception (ESP), for more effective problem solving. For 

example, Deslauriers (2000) argues that the ability to use dreams, as states of 

consciousness that transcend rational thought, for guiding action and self-development is 

reflective of spiritual intelligence. Delaney (2002) has linked intuition as a mode of 

knowing that goes beyond rationality and is reflective of SI. In reviewing Wilber�s (1975) 

spectrum of consciousness model, Young (2002) argues that as CEOs move from lower 

to higher levels of development, they will be more effective through solving problems 

more holistically by using intuition, trans-rational, and higher modes of knowing. 

Indeed, in empirical studies looking at the role and use of intuition in functioning 

and adaptation, Agor (1989) did a survey of 3,157 managers to assess intuitive ability 

among business and government management employees. Agor found that intuition 

appears to be a skill that is more prevalent as one moves up the management ladder. Top 
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level managers in both private and government sectors showed significantly higher levels 

of intuitive ability than middle- and lower-level managers. Based on this evidence, Agor 

(1989) contends that intuition is important in management and leadership. 

In another study, Agor (1986) surveyed 200 top executives who scored in the top 

10% on a national survey of intuitive abilities. All but one of the respondents said they 

used intuition to guide their most important decisions, and used it in combination with 

other skills. About a third of these top executives used techniques to expand their 

intuitive abilities. 

In a similar 2-year study of top executives, Isenberg (1984) found that they do not 

closely follow the classical model of rational decision making. In fact, the most 

successful senior managers use a mix of intuition and disciplined analysis in their 

decision making. Nobel-prize winner, Simon (1987) further emphasizes the important 

role of intuition in decision making. 

Using Jung�s topology as assessed with the Myers-Briggs Type Indicator (MBTI), 

Andersen (2000) studied 200 managers from eight companies to determine if those who 

are intuitive are more effective. Though statistically inconclusive (p values were not 

below .05), Andersen (2000) found that the covariance between effectiveness and less 

effectiveness was 1.5 for intuitive managers. The covariance for other nonintuitive 

managers was 0.5. This implies that intuition in managers is three times as strongly 

related to effectiveness compared to other dominant functions. Furthermore, those who 

combine intuitive (in contrast to sensing) and thinking (in contrast to feeling) were 6.7 

times more likely to be effective compared to other personality and decision making 

styles. 
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Dean and Mihalasky (1974) did a computerized test of top executives for extra 

sensory perception (ESP, an intuitive or trans-rational mode of knowing). They found 

that superior ESP scores were significantly correlated with superior profit-making ability. 

In fact, 80% of the leaders who doubled their company profits over a 5-year period 

scored above average in ESP (intuitive) powers. These executives said that they used 

factors like hunch, sixth sense, or gut feeling, as well as logic and numbers in decision 

making (Dean & Mihalasky, 1974; Mihalasky, 1975). As a result of such findings, Dean 

and Mihalasky (1974) recommend that the screening process for company presidents 

include tests for ESP. 

The literature suggests that intuition and intuitive abilities, such as ESP, gut 

feeling, sixth sense, and so forth, have been linked with functioning and adaptation. In 

particular, such intuitive abilities appear to contribute to organizational leadership 

advancement and greater business profitability. Furthermore, there is an increasing body 

of evidence suggesting that spiritual practices aimed at the development and refinement 

of consciousness (e.g., meditation) positively impact mental abilities and cognitive 

functioning (Cranson, Orme-Johnson, Gackenbach, & Dillbeck, 1991; Kember, 1985; 

Warner, 1987), as well as reduce stress and improve personal relationships at work 

(Alexander, Swanson, Rainforth, Carlisle, Todd, & Oates, 1993; Shapiro, Schwartz, & 

Bonner, 1998; Shapiro, Schwartz, & Santerre, 2002). These improvements in cognitive, 

emotional, and social functioning resulting from a practice aimed at developing 

consciousness could contribute to effective business leadership and managerial 

performance among CEOs. 
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Other SI abilities pertaining to the development of consciousness theme 

(including, mindfulness, self-awareness, and self-knowledge) map well into one of 

Bennis� (2000) key leadership abilities pertaining to management and awareness of self 

and greater self-knowledge.  Being mindful and present with employees may support a 

deepening relationship and loyalty among followers.  

Furthermore, an I-Thou orientation to human interactions which involves the 

nurturing of relationships and community with empathy and compassion may enhance 

the CEOs� social functioning, enabling them to manage relationships with greater trust, 

and to create a community and team spirit. As effective leadership involves the building 

and management of relationships (e.g., Kouzes & Posner, 2005; Posner, 2003) through 

the establishment of trust (Bennis, 2000), the spiritually intelligent CEO may perform 

better and exhibit greater EI. Exhibiting greater I-Thou orientation to relationships, 

including greater empathy, would also be suggestive of the individualized consideration 

element of transformational leadership style (Bass, 1990). In fact, Tischler, Biberman, 

and McKeage (2002) propose several models linking EI, spirituality, and work 

performance. This may explain some of links and correlations found between spirituality 

and EI (Hartsfield, 2003; Orr, 2001). 

Relatedness abilities pertaining to an I-Thou orientation to human relations, such 

as greater empathy, were found to be a key factor contributing to satisfaction among 

employees, customers, and shareholders of public Midwestern financial institutions 

(Strong, Ringer, & Taylor, 2001). Similarly, abilities pertaining to the theme and subscale 

of SI, such as a holistic systems view of seeing the interconnection among everything, 

would also be expected to contribute to leadership effectiveness in that it would help 
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leaders solve problems more globally from a system-wide perspective (Senge, 2006; 

Sternberg, 2007). 

Moreover, leaders with abilities pertaining to the grace domain and themes 

including joy, beauty, optimism, and trust are likely to be more inspiring to followers. 

Such leaders are able to manifest greater joy, faith, optimism, or trust that are important 

leadership qualities (Bennis, 2007) and to �create a culture of celebration� (Kouzes & 

Posner, 2005, p. 19). Indeed, in studying 53 sales managers, George (1995) found that 

those who exhibited greater positive mood and optimism were found to be more 

effective. This effect stayed in place even when controlling for the leader�s job 

involvement and satisfaction. Other studies show that optimistic expectations contribute 

to success by helping people overcome adversity (Schulman, 1999). 

Similarly, inner-directedness of the SI themes is also one of the key 

characteristics identified by Quinn (2000) in his study of great leaders. Abilities 

pertaining to inner-directedness, such as freedom from social norms (supportive of 

creativity), freedom from fears (supportive of courage), and discernment (relating of 

good judgment, strong inner-compass, conscience, values, and integrity) would be 

contributive to leader performance based on Sternberg�s (2007) systems model of 

leadership. Kouzes and Posner (1992, 2005) highlight the importance of inner-

directedness�having discernment, clarifying one�s values, giving voice and having the 

integrity to live in alignment with them�so as to �model the way� for followers. They 

state that �leaders must find their own voice, and then they must clearly and distinctively 

give voice to their values� (Kouzes & Posner, 2005, p. 14). Indeed, integrity and honesty 

in communications was found to be an important factor in stakeholder satisfaction among 
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employees, customers, and shareholders of public Midwest financial institutions (Strong, 

Ringer, & Taylor, 2001). Furthermore, other inner-directed abilities, such as leader self-

efficacy, and inner locus of control are important contributors to their effectiveness 

(Murphy, 2001; Sanders, Hopkins, & Geroy, 2003). 

Lastly, leader abilities relating to the SI truth domain, such as acceptance, 

openness, and egolessness, could also be expected to contribute to leader performance. 

For example, leaders who work based on acceptance of what is (inner and outer 

awareness and acceptance of truth) fulfill one of Koestenbaum�s (2002) four key 

leadership diamond principles, namely a reality orientation and having no illusions. 

Furthermore, leaders whose egos don�t get in the way of seeking feedback and being 

open to the truth, who are more open and curious to what is can be expected to stimulate 

discussion and bring out the best creative ideas in their teams, which is supportive of the 

intellectual stimulation element of transformational leadership theory (Bass, 1990, 1997). 

Leaders who remain open and egoless are more likely to seek innovative ways to change, 

grow, and improve, all of which are important leadership practices (Kouzes & Posner, 

2005). Similarly, leaders who manifest the paradoxical qualities of a sense of purpose as 

well as egolessness are also expected to inspire the best in their organizations (J. Collins, 

2001; Quinn, 2000). J. Collins� (2001) study of great CEOs who delivered superior stock 

performance over a long term sustained period were characterized by the paradoxical 

qualities of humility and strong resolve. Indeed, greater scores in the Truth domain of the 

ISIS seemed to be related to greater business acumen (Amram & Dryer, 2008).  

In sum, analysis of several components of the SI model and measurement 

instrument described above suggests a positive contribution of SI to business leadership. 
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Such contribution of SI to CEO performance may be mediated through greater 

organizational and workplace spirituality, as discussed earlier. However, higher SI among 

CEOs may contribute to their performance through other means that are not related to 

greater organizational spirituality. For example, CEOs with greater SI may be more 

effective problem solvers by applying SI abilities relating to greater inner-freedom, 

creativity, intuition, and holistic systems perspective. Furthermore, greater SI may 

contribute to a leader�s effectiveness by supporting greater inspirational motivation 

through greater integrity, authentic presence, and inner-directedness, all of which are 

important leadership qualities that do not necessarily translate into greater workplace 

spirituality.  

Several authors have already proposed a link between spiritual intelligence and 

leadership performance. Solomon and Hunter (2002) suggest that finding meaning 

through existential and spiritual intelligences contributes to effective leadership. Mussig 

(2003) argues that SI is an important component in values-driven leadership required to 

manage and mobilize meaning in business organizations. In discussing mental, physical, 

emotional, and spiritual intelligences, Covey (2004) argues that �spiritual intelligence is 

the central and most fundamental of all the intelligences because it becomes the source of 

guidance of the other three. Spiritual intelligence represents our drive for meaning and 

connection� (p. 53). Hence, Covey sees SI as the key to going beyond effectiveness to 

leadership greatness. 

In summary, theoretical arguments made by several authors and the analysis of 

several components of spiritual intelligence all suggest a possible contribution of SI to 

leadership performance. Yet, to-date no empirical studies have measured the contribution 
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of spiritual intelligence to effective business leadership, going beyond the self-reported 

leadership qualities and relating these to tangible outcome data. 
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Chapter 3: Methods 

This research study used quantitative data analysis and correlational statistics to 

investigate the contribution of emotional and spiritual intelligences to business leaders� 

effectiveness as reported by their direct reports. Quantitative statistics methods were 

chosen as they are well-suited to explain and predict the effect that some variables, such 

as various forms of intelligence like EI and SI, have on the variance in another variable, 

such as leader performance (Creswell, 2003; Goodwin, 2005). A quantitative method is 

also important for positively impacting business-oriented audiences who are interested in 

empirical evidence about the relationships between emotional and spiritual intelligences 

and objective business results. 

Specifically, correlational statistics were used to test the contribution of EI and SI 

to the effectiveness of Chief Executive Officers (CEOs) of companies as reported by their 

staff. Hierarchical regressions were used to investigate the incremental contribution of EI 

and SI to leadership effectiveness after controlling for the effect of previously established 

constructs, such as demographics, and personality, as well as company environmental 

context variables such company size and growth. Stepwise regression analyses were used 

to explore which dimensions of emotional and spiritual intelligences, as well as various 

dimensions of personality, accounted for the largest portion of the variance in leadership 

effectiveness.  

An outcome measure of CEO leadership effectiveness was a composite score of 

leadership effectiveness (EFF) averaging the CEOs� staff�s reported scores on several 

measures of organizational outcomes relating to leadership effectiveness, including 

organizational commitment, sense of community, level of effort and productivity, job 
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satisfaction, morale, overall assessment of the CEO�s leadership by his staff, and the 

staff�s intention to quit. The leaders� emotional and spiritual intelligences were assessed 

using both the CEO�s self-reported emotional intelligence (EI-S) and spiritual 

intelligence (SI-S), as well as observer ratings by the staff on the CEO�s emotional and 

spiritual intelligences (EI-O and SI-O). Self versus observer measures of the same 

constructs or scales are distinguished with -S or -O, respectively, appended to the 

construct or name of the scale. 

Hypothesis 

The following specific hypotheses about the contribution of emotional and 

spiritual intelligences to leadership effectiveness were tested: 

1.  Self-reported emotional intelligence by the CEO (EI-S) explains leadership 

effectiveness. Specifically, 

a. Self-reported emotional intelligence correlates with leadership effectiveness. 

b. Self-reported emotional intelligence contributes to leadership effectiveness 

even after controlling for self-reported personality scores. 

c. Self-reported emotional intelligence contributes to leadership effectiveness 

even after controlling for self-reported personality and self-reported spiritual 

intelligence. 

2.  Self-reported spiritual intelligence by the CEO (SI-S) explains leadership 

effectiveness. Specifically, 

a. Self-reported spiritual intelligence correlates with leadership effectiveness. 

b. Self-reported spiritual intelligence contributes to leadership effectiveness even 

after controlling for self-reported personality scores. 
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c. Self-reported spiritual intelligence contributes to leadership effectiveness even 

after controlling for self-reported personality and self-reported emotional 

intelligence. 

3.  Observer ratings by the CEO�s staff of his or her emotional intelligence (EI-O) explain 

leader effectiveness. Specifically, 

a. Observer ratings of emotional intelligence correlate with leadership 

effectiveness. 

b. Observer ratings of emotional intelligence contribute to leadership effectiveness 

even after controlling for observer ratings of personality. 

c. Observer ratings of emotional intelligence contribute to leadership effectiveness 

even after controlling for the observer ratings of personality and observer 

ratings of spiritual intelligence. 

4. Observer ratings by the CEO�s staff of his or her spiritual intelligence (SI-O) explain 

leader effectiveness. Specifically, 

a. Observer ratings of spiritual intelligence correlate with leadership effectiveness. 

b. Observer ratings of spiritual intelligence contribute to leadership effectiveness 

even after controlling for observer ratings of personality. 

c. Observer ratings of spiritual intelligence contribute to leadership effectiveness 

even after controlling for the observer ratings of personality and observer 

ratings of emotional intelligence. 

Participants 

In this study, 252 people participated: 42 of them were company CEOs, and 210 

were members of their CEO�s staff and/or direct reports. This was a convenience sample 
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with participants being recruited through various CEO organizations such as the Young 

President�s Organization (current and graduating members) and The Alliance of Chief 

Executives via email and online postings to such CEO organizations, through email 

introductions to other CEOs from the researcher�s own network of contacts, and through 

introductions from other participants. Participants and their companies were all based in 

the United States with the majority (81%) located in the San Francisco and San Jose 

regions of northern California.    

CEO participants signed an informed consent form and were required to invite 

their entire staff of direct reports to participate in order to provide anonymous ratings on 

the CEO and their leadership effectiveness. A minimum of two staff respondents were 

required for each CEO participant to be included in the study. The number of staff 

participants ranged from 2 to 11, with an average of 5 staff participants for each CEO.  

Recruiting of participants continued until 60 CEOs agreed to participate in the 

study. Twelve CEOs were excluded from the study because they failed to complete their 

own self-assessment. Six CEOs were eliminated from the study because they failed to 

obtain at least two respondents from their staff. 

The typical CEO was male (N = 36) and White/Caucasian (N = 33, the remaining 

were Asian or Asian Americans). One CEO participant was under 30 years old, 10 

participants were between 30 and 39 years old, 10 participants were between 40 and 44 

years old, 10 participants were between 45 and 49 years old, 8 participants were between 

50 and 54 years old, 2 participants were between 55 and 59 years old, and 1 participant 

was between 60 and 64 years old. In terms of company size, 13 of the participants were 

CEOs of very small companies (less than 20 employees), nine companies employed 
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between 20 and 49 employees, eight companies employed between 50 and 99 employees, 

eight companies employed between 100 and 249 employees, three companies employed 

between 250 and 499 employees, none of the participating companies employed between 

500 and 999 employees, and one company employed over 1,000 employees.  

Of the 42 CEOs who completed the study, half (N = 21) were people known to the 

researcher before the beginning of the study. Subsequent comparisons of means (t-tests) 

on independent and dependent variables between this group and those that were not 

known to the researcher did not reveal any significant differences. This factor, 

accordingly, was not deemed to provide any systematic bias in the sample. In order 

maximize the honesty of responses and ensure anonymity among the staff reporting to the 

CEO, no demographic information was collected on the staff observers who report to 

each CEO.  

Procedure 

Participants were solicited to participate in the study by email. The email briefly 

described the research as looking at the role that different forms of intelligence, such as 

emotional and newer forms, and personality play in business leadership. Among the 

benefits promised to participants was a customized report to each CEO that included his 

or her personal profile scores on different intelligences, as well as the averages of their 

staff�s ratings, including their organizational commitment and morale, relative to the 

sample as whole. When CEOs had some questions or concerns, the researcher met with 

them in person or answered their questions via the telephone.  

To maximize privacy and confidentiality, each CEO and their staff respondents 

were assigned a unique private code that they entered to identify their company. CEOs 
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who participated in the study invited their direct staff employees to complete the battery 

of survey instruments by sending them a link to an online survey web site. All responses 

were voluntary and those of all staff respondents were confidential. 

No individual scores or observer ratings from their staff were given to the CEO, 

as only averages for the team normalized against other companies in the study were 

shared. This procedure was used to provide the CEO with meaningful feedback, while at 

the same time it attempted to encourage and maximize the confidentiality and honesty of 

the observer ratings so as to minimize the concerns among staff members that any 

negative ratings of the CEO may be linked to them individually, or used against them by 

the CEO. After completion of the study, CEOs were also offered as much as 2 hours of 

free coaching by the researcher for interpreting and applying the results within their 

organizational context.  

Instruments and Measures 

Each CEO participant was administered a battery of self-assessments that 

included the 45-item short form of the Amram and Dryer (2008) Integrated Spiritual 

Intelligence Scale (ISIS-S), the self-assessment on the 16-item emotional intelligence 

scale (EIS-S) developed by Wong and Law (2002), and a 10-item self-assessment of 

personality inventory (TIPI-S) on the five factor model (Gosling, Rentfrow, & Swann, 

2003). In addition, each CEO provided demographic information about their age, gender, 

ethnicity, and company size. They were also asked to rate the growth and expansion 

opportunities of their business (GRTH-S).  

In addition to the self-reports of the CEO�s EI, SI, and FFM personality measures, 

observer data from the staff reporting to each CEO of each company completed 360 
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measures of the CEO�s EI and SI, and FFM of personality. Measures used were 360 

versions of the Wang and Law (2002) EIS-O, the Amram and Dryer (2008) ISIS-O, and 

the Gosling, Renfrow, and Swann (2003) TIPI-O, respectively. 

The CEO�s leadership effectiveness (EFF) was computed as the average score on 

seven aspects of leadership performance outcomes as rated by the staff members to the 

CEO. The seven measures of leadership effectiveness were as follows: (a) the nine-item 

short form of the Organizational Commitment Questionnaire (OCQ, Mowday, Steers, & 

Porter, 1982); (b) the seven-item Sense of Community (SOC)  developed by Milliman, 

Czaplewski, and Ferguson (2003); (c) the three-item productivity and effort (PROD) 

subscale of Spiritual Leadership Theory (SLT) survey (Fry, Vitucci, & Cedillo, 2005); 

(d) a two-item measure of satisfaction (SAT) including one item pertaining to overall job 

satisfaction and one item pertaining to satisfaction with the CEO�s treatment towards 

them (Nagy, 2002); (e) a single item measure of overall employee morale; (f) three items 

relating to the staff�s assessment of CEO�s leadership ability (LDR); and (g) the three-

item Intention to Quit (ITQ) subscale also developed by Milliman, Czaplewski, and 

Ferguson (2003). Staff participants were also asked to rate their perception of the growth 

and expansion opportunities of their business (GRTH-O). 

Spiritual Intelligence Measure 

 Since this study aimed to assess the contribution of emotional and spiritual 

intelligences to the effectiveness of business leaders, and SI is a relatively newer and less 

established construct, the greatest care and attention was devoted to selecting the most 

reliable and valid measure of SI. Three existing measures of SI were considered: the 

Psycho-Matrix Spirituality Inventory (PSI) (Wolman, 2001), the Spiritual Intelligence 
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Scale (SIS) (Nasel, 2004), and the Integrated Spiritual Intelligence Scale (ISIS, Amram & 

Dryer, 2008).  

Though his book is titled Thinking with Your Soul: Spiritual Intelligence and Why 

It Matters, Wolman�s (2001) instrument is more of a measure of spiritual orientation 

rather than spiritual intelligence. The PSI is an 80-item self-report measure on a 4-point 

Likert-type scale in which all items are positively scored. PSI has been administered to 

over 6,000 people and has a stable seven factor structure. The PSI factors are as follows: 

(a) Divinity�pertaining to a divine energy source, transcendent intelligence, higher 

power, or God; (b) Mindfulness�relating to attention, conscious living, and activities 

and attitudes that increase quality of life through better psychological and physical health; 

(c) Extrasensory Perception (ESP)�covers a wide range of alternative ways of knowing 

about oneself and the world; (d) Community�relating to presence and concern for others 

in groups and community; (e) Intellectuality�relates to energy associated with thoughts, 

dialog, and understanding of ultimate questions, concerns of meaning, the sacred, and 

spiritual matters; (f) Trauma�assesses the presence of childhood events of trauma that 

often appear correlated to spiritual interest and growth; (g) Childhood Spirituality�

designed to measure the range and frequency of childhood spiritual experiences, again 

believed to predict spiritual awareness later in life. Unfortunately, these last two factors 

and the items assessing them lack face validity in relation to spiritual intelligence. These 

items include: �I think about serious physical injury that has happened to me,� or �I have 

witnessed serious illness in people close to me.� The PSI items relating to childhood 

spirituality include statements like �I have said prayers at night as a child� that Wolman 

believes are a stimulus to, or predictors of, spiritual development later in life. However, 
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these factors do not appear to tie into Wolman�s own, or other, definitions of spiritual 

intelligence. Unfortunately, Wolman (2001) does not offer any detailed statistics for the 

test-retest reliability, Cronbach�s alpha, or validity studies for the PSI. 

The Spiritual Intelligence Scale (SIS) was developed as part of a doctoral 

dissertation by Nasel (2004). The SIS is a 17-item self-report measure of spiritual 

intelligence rated on a 4-point Likert scale from 1 (never) to 4 (almost always). The 

questionnaire items are all positively worded and designed to assess behaviors (e.g., 

�even when a situation seems hopeless, I can find a deeper meaning in it� or �I apply 

insights gained from self-reflection to problematic situations in my life�) and attitudes 

(e.g., �in day to day living, I try to place my daily affairs within a larger context�) rather 

than simple beliefs. 

The SIS was developed using two samples of participants with an initial group of 

76 undergraduate psychology students at the University of South Australia. A second 

study and further validation of SIS was done with 224 participants who were recruited 

from organizations specializing in New Age and alternative therapeutic courses, patrons 

of metaphysical bookstores, and staff and visitors to a Catholic educational organization. 

The Cronbach�s alpha for the total SIS scale was reported at .87 and .88 at the pilot and 

the second study, respectively. Factor analysis of the SIS suggests a stable two factor 

solution across several studies. These factors are labeled by Nasel (2004) as Awareness 

of Divine Presence (factor 1) and Existential Questioning (factor 2). Reliability measures 

for each factor appear satisfactory�.86 for Awareness of Divine Presence and .70 for 

Existential Questioning in the initial study. The second study showed those scale 

reliabilities to be at .85 for factor 1 and .83 for factor 2.  
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A third and follow-up validation study in the same dissertation by Nasel (2004) 

assessed the correlation between the SIS and a subjective measure of well-being 

developed by the same author. Among the 297 participants who were all first and second 

year undergraduate students attending psychology tutorials, those who scored higher on 

the SIS were more likely to report higher well-being. For example, the factor of 

Awareness of Divine Presence correlated with overall satisfaction with life (r = .25, p < 

.001), lower negative affect (r = -.20, p < .001), greater optimism (r = .33, p < .001), and 

greater relationship satisfaction (r = .24, p < .001). The factor of Existential Questioning 

showed a correlation (r = .22, p < .001) with greater optimism. In this third study, 

Cronbach�s alpha for the total SIS scale was .87 and the reliability measures for each 

factor were again satisfactory (factor 1 = .82, and factor 2 = .78).  

Despite the overall satisfactory reliability, construct, and some predictive validity 

of the SIS, among its limitations is the fact that it was designed to measure spiritual 

intelligence from a particular set of two perspectives�adherence to traditional 

Christianity and/or New Age/individualistic spirituality. Furthermore, with only 17 items, 

the model of spiritual intelligence used by the SIS excludes other potentially important 

elements of spiritual intelligence (discussed earlier) that may contribute to effective 

business leadership. For example, the SIS does not include any items that assess the 

ability to use trans-rational modes of knowing and states of consciousness such as 

intuition in problem solving, an I-Thou orientation manifesting compassion and empathy 

in human relations, or a factor corresponding to the ability to solve problems more 

holistically. Since it is believed that these are important dimensions of SI that are likely to 
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contribute to effective leadership, it does not appear as the ideal instrument in assessing 

the impact of spiritual intelligence on effective business leadership. 

The third measure of SI reviewed and chosen due to its comprehensive nature and 

strong psychometric properties is the ISIS (Amram & Dryer, 2008). ISIS is an 83-item 

long form, and a 45-item short form, self-report and observer-rated instrument containing 

22 subscales assessing separate capabilities that are grouped into five main domain scales 

of spiritual intelligence. In studies with 263 participants, the ISIS has shown satisfactory 

factor structure, internal consistency, test-retest reliability, and construct validity. ISIS 

correlated with existing measures of spirituality, and predicted satisfaction with life (r = 

0.48), even when controlling for the effect of spirituality. Conversely, spirituality did not 

predict satisfaction with life when controlling for the effect of SI. This suggests that it is 

SI rather than spirituality per se which contributes to satisfaction with life and well-being. 

ISIS scores were significantly different among groups in the study such that spiritual 

teachers and business leaders who were nominated for their embodiment of spirituality in 

daily life scored higher than other groups such as MBA students, even when controlling 

for other confounding variables such as gender, and age.  

ISIS items are scored on a six-point scale rating behavioral frequency (rather than 

beliefs) from 1�never or almost never, 2�very infrequently, 3�somewhat infrequently, 

4�somewhat frequently, 5�very frequently, 6�always or almost always. The five ISIS 

domains are as follows: 

1. Consciousness�This domain reflects the ability to raise or shift 

consciousness, to tap intuition, and to synthesize multiple points of view in 

ways that enhance daily functioning and well-being. The Consciousness 



 

 

71

domain includes three capability subscales: Intuition, Mindfulness, and 

Synthesis. 

2. Grace�This domain reflects inner-directedness (combining discernment and 

freedom) and love for life, drawing on the inspiration, beauty, and joy 

inherent in each present moment to enhance functioning and well-being. The 

Grace domain includes five capability subscales: Beauty, Discernment, 

Freedom, Gratitude, Immanence, and Joy. 

3. Meaning�This domain reflects the ability to experience meaning, link 

activities and experiences to values, and construct interpretations in ways that 

enhance functioning and well-being, even in the face of pain and suffering. 

The Meaning domain includes two capability subscales: Purpose and Service. 

4. Transcendence�This domain reflects the ability to align with the sacred and 

transcend the egoic self, with a sense of relatedness and holism in ways that 

enhance functioning and well-being. The Transcendence domain includes five 

capability subscales: Higher-Self, Holism, Practice, Relatedness, and 

Sacredness. 

5. Truth�This domain reflects the ability to be present to, love, and peacefully 

surrender to truth, manifesting open receptivity, presence, humility, and trust 

in ways that enhance daily functioning and well-being. The Truth domain 

includes six capability subscales: Egolessness, Equanimity, Inner-Wholeness, 

Openness, Presence, and Trust. 

With Amram and Dryer (2008) reporting a Cronbach�s alpha value of .97, the 

internal consistency of the ISIS is quite strong. (All Cronbach�s alpha and other statistics 
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pertaining to instruments discussed in this Methods chapter are based on their original 

authors published results. Actual coefficient values measured in this study are reported in 

the Results chapter.)  The reported Cronbach�s alpha for each of the five ISIS domains 

was as follows: Consciousness, 0.84; Grace, 0.91; Meaning, 0.86; Transcendence, 0.95; 

Truth, 0.90. The internal consistency of the capability subscales is also moderate to high. 

Cronbach�s alpha scores range from 0.62 to 0.88, with a mean value of 0.75. The 

Cronbach�s alpha values for the subscales are as follows: Beauty, 0.79; Discernment, 

0.75; Egolessness, 0.62; Equanimity, 0.74; Freedom, 0.77; Gratitude, 0.72; Higher-Self, 

0.87; Holism, 0.82; Immanence, 0.77; Inner-Wholeness, 0.71; Intuition, 0.71; Joy, 0.74; 

Mindfulness, 0.71; Openness, 0.70; Practice, 0.88; Presence, 0.73; Purpose, 0.70; 

Relatedness, 0.68; Sacredness, 0.87; Service, 0.82; Synthesis, 0.70; and Trust, 0.77. The 

test-retest reliability of ISIS was reported at 0.77. 

In addition to an 83-item full scale, a 45-item short-form version of the ISIS is 

available. The short version uses two items for each of the capability subscales, plus one 

overall validity item. This short-form shows correlation of .99 with the overall long-form 

ISIS score. Correlations of the short form with the long form range from 0.94 to 0.98 for 

each of the five domain scales and from 0.82 to 1.00 for each of the 22 capability 

subscales. (Correlation of 1.00 is reported for the Gratitude subscale, which contains the 

same two items in both the long- and short-forms.) 

The ISIS was selected for this research given its strong psychometric properties, 

and because it offers the best match with the theoretical model and definition of spiritual 

intelligence. The short form of the ISIS was used because it takes less time to administer 

and is highly correlated with the long form. Saving administration time was important 
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given the time sensitivity of the high level executives and CEOs who participated in this 

research. 

Emotional Intelligence Measure  

In addition to assessing the contribution of SI to business leaders� effectiveness, 

this study aimed to examine the contribution of emotional intelligence as well. Emotional 

intelligence was assessed with a 16-item self-report emotional intelligence scale (EIS) 

developed by Wong and Law (2002). EIS was chosen after consideration of several 

alternate measures of EI, including a 33-item measure of emotional intelligence (MOEI; 

Schutte et al., 1998), the 133-item EQI (Bar-On, 2000), the MSCEIT (Mayer, Salovey, 

Caruso, & Sitarenios, 2003), and the Boyatzis, Goleman, and Rhee (2000) ECI. The EIS 

has the advantage of being relatively brief to administer (16 items) and is based on a 

narrower and a more �pure� model of emotional intelligence than the Bar-On EQI or 

Goleman�s ECI, and hence more likely to show discriminant validity relative to a 

measure of spiritual intelligence. Furthermore, the EQI and the ECI were not used 

because they are proprietary, cover abilities and competencies that are seen as outside the 

scope of core emotional intelligence, and require considerable time to administer. The 

MSCEIT was not selected as it also requires a long administration time, and as a true 

ability measure, it is not amenable to self-report or 360. The somewhat longer MOEI was 

not selected because it contains only a single factor, and has not been validated or used in 

any other leadership related studies. In summary, the EIS was chosen as the shortest 

instrument that offered a clear factor structure corresponding to the purest model of EI 

discussed earlier, and as it has been used in other business leadership studies (e.g., 

Hartsfield, 2003).  
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The EIS was administered as a self-report (EIS-S) to each of the CEOs, as a 360 

measure for observers of the CEO from his or her staff (EIS-O), and optionally as a self-

report for each of the staff on their own EI. This self-report measure uses a seven-point 

Likert-type scale and was originally developed using a sample of 189 undergraduate 

students in Hong Kong. It was developed with, and exhibits, the four factors of the 

Salovey and Mayer (1990) model of emotional intelligence. Internal consistency 

reliability for each of the four factors ranges from .83 to .90. The four factors show mild 

correlations (from r = .13 to .42) suggesting that they are related, but not identical, 

dimensions of emotional intelligence. Additionally, this measure of EI correlates 

negatively with powerlessness measures among subjects. Follow-up validation studies 

with different samples of 72 and 146 students by the same authors show that this measure 

has good reliability and validity properties (Wong & Law, 2002). Further validation 

studies with 110 undergraduate business students and 116 nonteaching employees from a 

Hong Kong university show convergent, discriminant, and incremental validity, relative 

to other established measures such as the big five personality dimensions (Wong & Law, 

2002).  

Personality Measure  

Since prior studies have shown some significant relationships between personality 

and certain dimensions of performance among CEOs (e.g., Wolfe, 2000), the FFM 10-

item personality inventory (TIPI) (Gosling, Rentfow, & Swann, 2003) was used to 

control for personality among respondents. TIPI was administered as a self-report to each 

of the CEOs (TIPI-S), as well as a 360-degree measure for the CEOs among their staff 

(TIPI-O). TIPI uses two items (one positively and one reverse-scored) for each of the five 
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dimensions of the FFM of personality: Openness, Conscientiousness, Extraversion, 

Agreeableness, and Neuroticism. Each of the items are rated on a seven-point scale 

ranging from 1 (disagree strongly) to 7 (agree strongly). The TIPI reports convergent 

correlations with longer measures of the FFM of personality such as the 60-item Costa 

and McCrae (1992) NEO personality inventory. Test-retest reliability for the TIPI scales 

range from 0.62 for Openness, 0.70 for Neuroticism, 0.71 for Agreeableness, 0.76 for 

Conscientiousness,  to 0.77 for Extraversion, with an overall mean of test-retest of 0.72. 

TIPI has also shown convergence between self- and observer ratings. 

Leadership Effectiveness Measures  

Seven component measures of effective leadership were assessed and averaged to 

come up with a single overall score of leadership effectiveness (EFF). Component 

measures were as follows: organizational commitment, sense of community, productivity 

and effort, staff satisfaction, employee morale, staff observer ratings of the CEOs� 

leadership, and intention to quit (reverse-scored), and are further described below.  

Organizational commitment. One of the seven elements used to assess EFF was 

the staff ratings of their level of organizational commitment. The nine-item short form of 

the Organizational Commitment Questionnaire (OCQ) (Mowday, Steers, & Porter, 1979, 

1982) was used to measure organizational commitment among those reporting to each 

company CEO. The OCQ is a 15-item questionnaire that was originally developed 

through administration to 2,563 employees in nine different economic sectors of the 

United States, including hospitals, banks, telecommunications companies, science and 

engineering, automotive, psychiatric technicians, and retail management trainees. Some 

of the OCQ items are negatively scored and responses for each item are on a seven-point 
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scale from 1-7 (i.e., strongly disagree, moderately disagree, slightly disagree, neither 

disagree nor agree, slightly agree, moderately agree, strongly agree). The nine-item short 

form excludes any of the negatively scored items. Sample items include �I find that my 

values and the organization�s values are very similar,� and �This organization really 

inspires the very best in me in the way of job performance,� and �I talk up this 

organization to my friends as a great place to work.� (To make the language more 

relevant and less ambiguous to the context of this study, since some of the participants 

who are executives responsible for their own departments or organizations within the 

company, the word �company� was substituted for the word �organization� where it 

made the statements more clear in this and other published measures that use the word 

organization).  

Most items in the OCQ appear to measure affective commitment which relates to 

positive feelings of identification, attachment, and involvement in the company. The 

OCQ shows evidence for convergent, discriminant, and predictive validity as it predicts 

higher job performance, reduced absenteeism and voluntary turnover, and greater overall 

organizational effectiveness. The OCQ exhibits good Cronbach�s alpha values ranging 

from 0.82 to 0.93 (mean of 0.90) across various studies showing a single factor, which is 

suggestive of a single common underlying construct. Test-retest reliabilities range from 

0.53 to 0.75 across various studies. It has been widely used in other leadership studies to 

assess leader effectiveness (e.g., Barling, Weber, & Kelloway, 1996; Milliman, 

Czaplewski, & Ferguson, 2003). 

Sense of community. The second of the seven elements used to assess EFF was the 

executive staff ratings of their sense of community. Milliman, Czaplewski, and Ferguson 
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(2003) developed a measure of a sense of community (SOC) among employees that has 

been shown to contribute to positive outcomes such as greater organizational 

commitment, lower intention to quit, intrinsic work satisfaction, greater job involvement, 

and greater organizational-based self-esteem. This sense of community measure contains 

seven items ranked on a 7-point scale from 1 (strongly disagree) to 7 (strongly agree). 

Sample items are as follows: �I think employees are linked with a common purpose,� �I 

feel part of a community,� and �I feel free to express opinions.� This measure reports a 

Cronbach�s alpha value of 0.91. 

Productivity and effort. The third element of leadership effectiveness is the level 

of effort and productivity of employees in the company. To assess this level of effort the 

three-item productivity subscale of Spiritual Leadership Theory (SLT) survey (Fry, 

Vitucci, & Cedillo, 2005) was used. The Cronbach�s alpha for this subscale was 0.83. 

Sample items include �in our company, everyone gives his/her best efforts� and �in our 

company, work quality is a high priority for all workers.� Again, paralleling the prior 

measures, a seven-point scale was used.  

 Satisfaction. The fourth measure of leadership effectiveness was job satisfaction 

among the staff reporting to the CEO. The single item of �Overall, how satisfied are you 

with your job?� (Nagy, 2002) was used to measure job satisfaction. Such single item 

measure of job satisfaction has shown significant and high correlations (0.60 to 0.72 with 

a mean of 0.66) with longer job satisfaction instruments, and in some instances, 

accounted for incremental variance in self-reported job performance and intentions for 

turnover (Nagy, 2002). A single item captures the employee�s own assessment and 

weighting of various factors contributing to overall job satisfaction, rather than relying on 
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implicit weights built into the scale. Additionally, the following statement �Overall, I am 

satisfied with our CEO�s treatment towards me� adapted from Reed�s (2002) measure of 

workplace morale was used to assess satisfaction with management treatment by the 

CEO. To parallel the other outcome items, responses were assessed on a seven-point 

scale from 1 (strongly dissatisfied) to 7 (strongly satisfied).  

 Morale. The fifth element contributing to overall leadership effectiveness was 

overall ratings of employee morale in the company. Since some measures of employee 

morale are quite long and / or contain many items which overlap with the prior measures 

of organizational commitment and job satisfaction, and are not likely to be relevant to 

executive vice president level reports to the CEO, a single global measure of employee 

morale was used. The statement �Overall, employee morale in this company is low� 

(reverse-scored) was used to assess overall morale in the organization. This item was 

reverse-scored on a seven-point scale from 1 (strongly disagree) to 7 (strongly agree). 

Leadership. The sixth element contributing to EFF was an assessment of the 

CEO�s management and leadership abilities (LDR). Respondents were asked to assess 

their CEO�s management and leadership abilities by rating the following three 

statements: �Overall, our CEO is a great leader,� �Overall, our CEO is a great manager,� 

and �Our CEO really inspires the very best in me in the way of job performance.� These 

items were assessed on a seven-point scale from 1 (strongly disagree), to 7 (strongly 

agree).  

Intention to quit. The seventh element to measure leadership effectiveness (EFF) 

was an assessment of respondents� intention to quit (ITQ) that used a three-item scale 

(Milliman, Czaplewski, & Ferguson, 2003). Items are scored on a seven-point scale from 
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strongly disagree to strongly agree. The items are as follows: �I frequently think about 

quitting my job,� �I scan sources of prospective jobs,� and �I will probably look for a 

new job next year.� Cronbach�s alpha is reported at 0.84. This scale was reverse-scored 

with regards to leadership effectiveness (i.e., lower scores on ITQ are seen as a sign of 

higher leadership effectiveness). 

Demographic Information  

 Each CEO was asked to provide demographic information on his or her age, 

gender (male or female), and ethnic background. Each CEO was  provided the following 

age range choices: (a) 18 to 29, (b) 30 to 39, (c) 40 to 44, (d) 45 to 49, (e) 50 to 54, (f) 55 

to 59, (g) 60 to 64, and (h) 65 years or older. Each CEO was provided the following 

choices regarding ethnic background: (a) African American, African, Black; (b) Asian 

American, Asian; (c) Latino, Mexican American; (d) Middle Eastern; (e) Native 

American or Alaska Native; (f) White or Caucasian; or (g) Other (please specify). This 

demographic information was used to control for potential confounding contribution of 

various other factors to performance outcomes.  

Company Variables  

 Since some of the performance outcome measures used to assess leadership 

effectiveness as described above, such as employee satisfaction, job commitment, and 

morale, may be linked to the workplace environmental conditions, such as company size 

and its growth prospects (e.g., companies whose business or organization is shrinking are 

likely to have lower employee morale), an attempt was made to control for such company 

variable factors. For each company, the size of the organization in terms of number of 

employees was assessed. Company size (SIZE) fell into one of the following categories: 
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(a) less than 20 employees, (b) between 20 and 49 employees, (c) between 50 and 99 

employees, (d) between 100 and 249 employees, (e) between 250 and 499 employees, (f) 

between 500 and 999 employees, and (g) companies employing over 1,000 people. 

Each CEO and their staff members were asked to assess the growth prospects of 

the company (GRTH). CEO self-ratings (GRTH-S) and staff ratings (GRTH-O) were 

based on responses to �Our company�s and business prospects and organization are� 

rated on a seven-point scale: 1 (shrinking significantly), 2 (shrinking slightly), 3 

(flat/constant), 4 (growing or improving slowly), 5 (growing or improving moderately), 6 

(growing or improving rapidly), or 7 (growing or improving explosively). 

Summary of Assessment Instruments.  

Table 1 summarizes the assessment instruments and measures used for each type 

of participant: CEO, and their staff. Items in which the person rates his or her own 

abilities or attitudes are labeled with �self�; items in which the person provides 360-

degree feedback on the CEO are labeled as �observer�; and scales which were included in 

the overall assessment of leadership effectiveness (EFF) are labeled as �EFF.� 
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Table 1  

Summary of Assessment Instruments 

Variable Scale Item 
Length

CEOs Staff 

 
SI (self, short form) ISIS  44  SI-S - 

EI (self) EIS  16 EI-S - 

Personality (self) TIPI 10 TIPI-S - 

SI (observer, short form) ISIS 44 - ISIS-O 

EI (observer, short form) EIS 8 - EIS-O 

Personality (observer) TIPI 10 - TIPI-O 

Org. Commitment (EFF) OCQ 9 - OCQ 

Sense of Community (EFF) SOC 7 - SOC 

Productivity/Effort (EFF) PROD 3 - PROD 

Satisfaction (EFF) SAT 2 - SAT 

Morale (EFF) MORL 1 - MORL 

Leadership (EFF) LDR 3 - LDR 

Intention to Quit (EFF) ITQ 3 - ITQ 

Demographics DMGR 3 Yes - 

Company Size SIZE 1 Yes - 

Company Growth GRTH 1 GRTH-S GRTH-O 

Validity VAL 1 Yes Yes 

Total   76-items 92-items 

 

Each CEO was required to rate 76 items: 44 items on the ISIS-S, 16 items on the 

EIS-S, 10 items on the TIPI-S, 3 demographics items, 2 company variables assessing the 

growth (GRTH) and size (SIZE) of the company, and 1 validity item. Each staff 

respondent was required to rate a total of 92 items: 62 items providing 360-feedback on 

the CEO, including 44 items on ISIS-O, 8 items on EIS-O, and 10 items on TIPI-O, as 
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well 28 items relating to leadership effectiveness (EFF) outcomes, 1 item rating their 

observer perception of business growth (GRTH-O), and 1 validity item. 
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Chapter 4: Results 

Data analysis was done using the software package of SPSS v15 running in a 

Windows XP Professional Service Pack 2 environment. Before specific hypothesis were 

tested, the internal reliability of the dependent variable outcome measure EFF or 

Leadership Effectiveness (EFF), as well as for the ISIS and EIS measures of spiritual and 

emotional intelligence were analyzed. 

Internal Reliabilities 

Internal reliability, as measured by Cronbach�s alpha values were acceptable and 

ranged from .69 (SAT) to .92 (ISIS-S, ISIS-O). Table 2 summarizes the Cronbach�s alpha 

for some of the key scales used in the study, including the scales used to calculate overall 

leadership effectiveness. Cronbach�s alpha was not calculated for each of the TIPI 

personality dimension scales as only two items were used in each. 

Table 2 

Internal Reliability Analysis for Instruments 

Scale Cronbach�s Alpha 

Emotional Intelligence (self, EIS-S) .76 

Emotional Intelligence (observer, EIS-O) .78 

Spiritual Intelligence (self, ISIS-S) .92 

Spiritual Intelligence (observer, ISIS-O) .92 

Leadership Effectiveness (EFF) .88 

    Organizational Commitment (OCQ) .84 

    Sense of Community (SOC) .90 

    Productivity/Effort (PROD) .82 

    Satisfaction (SAT) .69 

    Leadership (LDR) .88 

    Intention to Quit (ITQ) .83 
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The overall Cronbach�s alpha for Leadership Effectiveness (EFF) was .88. All 

seven component measures of organizational outcomes indicative of effectiveness 

included in calculating the overall Leadership Effectiveness (EFF) contributed positively. 

Table 3 shows how the Cronbach�s alpha of EFF would have been modified if any one of 

the component measures of leadership effectiveness were eliminated. 

Table 3  

Cronbach�s Alpha for Leadership Effectiveness (EFF) If Subscale Was Deleted 

Scale EFF Alpha If Subscale Was Deleted 

Organizational Commitment (OCQ) .86 

Sense of Community (SOC) .85 

Productivity/Effort (PROD) .87 

Satisfaction (SAT) .85 

Morale (MORL) .86 

Leadership (LDR) .86 

Intention to Quit (ITQ) .86 

  

Hypothesis Testing 

In order to maximize the potential power of the statistical tests by retaining the 

highest level of degrees of freedom, first the impact of the demographic variables of 

Gender, Age, and Ethnicity were analyzed. Since Gender, Ethnicity, and Age did not 

show any significant correlations with leadership effectiveness, nor did subsequent t-tests 

show any significant differences between the groups based on these variables, these 

variables were eliminated from further analysis of the results. Similarly, t-tests showed no 

significant differences between the group of 21 CEO participants who were known to the 
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researcher before the beginning of the study and the 21 that were not known, and hence 

this variable was also eliminated from further analysis of the results. 

Table 4 shows correlations between staff-reported leadership effectiveness (EFF) 

and the company variables of size (SIZE) and CEO self-reported growth (GRTH-S), as 

well as the CEO�s self-reported personality (TIPI-S), self-reported emotional intelligence 

(EIS-S), and self-reported spiritual intelligence (ISIS-S).  

Table 4 

Correlations of CEO Self-Reports with Leadership Effectiveness  

Scale R 

Company Size (SIZE) -.13 

Growth (self, GRTH-S) -.03 

TIPI-Extraverted (self, EXT-S) .02 

TIPI-Agreeable (self, AGR-S) .01 

TIPI-Conscientious (self, CONS-S) -.09 

TIPI-Neuroticism (self, NERO-S) .08 

TIPI-Openness (self, OPEN-S) .11 

EIS (self, EIS-S) .07 

ISIS (self, ISIS-S) .17* 

Note. N = 210; * p < .05. 

As the data reveals, hypothesis 1a was not confirmed as the correlation between 

self-reported emotional intelligence (EIS-S) and leadership effectiveness (EFF) showed 

an insignificant value (r = .07, p = .34). Hypothesis 2a was confirmed as the correlation 

between self-reported spiritual intelligence (ISIS-S) and leadership effectiveness (EFF) 

rated by the staff was significant with r = .17, p = .016. None of the self-reported 

personality or company variables showed significant correlations with leadership 
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effectiveness, though company size (SIZE) was marginally significant (p = .054) and 

hence was kept in subsequent hierarchical regression analysis. 

 Table 5 shows the correlations between various company variables: observer-

reported personality (TIPI-O), observer-reported emotional intelligence (EIS-O), and 

observer-reported spiritual intelligence (ISIS-O), and leadership effectiveness also 

reported by the observer staff. 

Table 5 

Correlations of Staff Observer-Reports with Leadership Effectiveness 

Scale R 

Company Size (SIZE) -.13 

Growth (observer, GRTH-O) .23** 

TIPI-Extraverted (observer, EXT-O) .28*** 

TIPI-Agreeable (observer, AGR-O) .50*** 

TIPI-Conscientious (observer, CONS-O) .44*** 

TIPI-Neuroticism (observer, NERO-O) -.49*** 

TIPI-Openness (observer, OPEN-O) .36*** 

Emotional Intelligence (observer, EIS-O) .64*** 

Spiritual Intelligence (observer, ISIS-O) .68*** 

Note. N = 210; ** p < .01; *** p <.001.  

Hypothesis 3a was confirmed as observer-reported emotional intelligence (EIS-O) 

correlated positively (r = .64) and significantly (p = .000) with leadership effectiveness 

(EFF). Similarly hypothesis 4a was confirmed as the correlation between observer-

reported spiritual intelligence (ISIS-O) and leadership effectiveness (EFF) was r = .68, p 

= .000. Staff ratings of company growth (GRTH-O) also correlated significantly with 

leadership effectiveness (r = .23, p = .001). 



 

 

87

A set of hierarchical regression models was used to test the contribution of self-

reported emotional intelligence (EIS-S) with leader effectiveness after controlling for 

personality (hypothesis 1b), and after controlling for personality and spiritual intelligence 

(hypothesis 1c). A similar set of regression models were used to test the contribution of 

self-reported spiritual intelligence (ISIS-S) to leader effectiveness after controlling for 

personality (hypothesis 2b), and personality and emotional intelligence (hypothesis 2c).  

Table 6 shows the hierarchical regression results. The company variables of 

company size and CEO reported growth (GRTH-S) were entered in the equation first, 

followed by the five dimension set of self-reported personality (TIPI-S), and then self-

reported emotional intelligence (EIS-S) was added. The variance explained by the two 

company variables was negligible (adjusted R2 of .01), and adding the personality 

variables only increased explained variance by a small amount (.01) from .01 to .02. 

Adding self-reported emotional intelligence (EIS-S) to the regression only increased the 

adjusted R Squared from .02 to .03 with a p value of .096. Hence hypothesis 1b was not 

supported (or only marginally so).  
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Table 6 

Hierarchical Reg. with Co. Variables, Self-Reported Personality, & EI 

Variable Beta SE Beta Standard Beta R2 Adjusted R2 

Step 1: Co. Variables    .02 .01 

  Growth-S -.03 .07 -.03   

  Co. Size -.09 .04 -.13   

Step 2: add TIPI-S    .05 .02 

  Growth-S -.02 .07 -.02   

  Co. Size -.10 .04 -.16*   

  TIPI-EXT-S -.01 .05 -.02   

  TIPI-AGR-S .00 .07 .00   

  TIPI-CONS-S -.13 .07 -.14   

  TIPI-NERO-S -.12 .06 -.15   

  TIPI-OPEN-S .08 .08 .07   

Step 3: add EIS-S    .07 .03 

  Growth-S -.02 .07 -.02   

  Co. Size -.12 .05 -.19*   

  TIPI-EXT-S -.02 .05 -.03   

  TIPI-AGR-S -.02 .07 -.02   

  TIPI-CONS-S -.16 .07 -.17*   

  TIPI-NERO-S -.11 .06 -.15   

  TIPI-OPEN-S .07 .08 .06   

  EIS-S .27 .16 .13   

Note. N = 210; * p < .05. 

A similar analysis was used to test the contribution of self-reported spiritual 

intelligence (ISIS-S) to leadership effectiveness, after controlling for company variables 

and the self-reported five dimensions of personality, as shown in Table 7. Again, neither 

company variables nor personality explained significant amount of variance (as was the 

case with EI). Support for hypothesis 2b was generated with the addition of self-reported 
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spiritual intelligence (ISIS-S) resulting in an increase of adjusted R2 from .02 to .04 with 

p value of .021.     

Table 7 

Hierarchical Reg. with Co. Variables, Self-Reported Personality, & SI 

Variable Beta SE Beta Standard Beta R2 Adjusted R2 

Step 1: Co. Variables    .02 .01 

  Growth-S -.03 .07 -.03   

  Co. Size -.09 .04 -.13   

Step 2: add TIPI-S    .05 .02 

  Growth-S -.02 .07 -.02   

  Co. Size -.10 .04 -.16*   

  TIPI-EXT-S -.01 .05 -.02   

  TIPI-AGR-S .00 .07 .00   

  TIPI-CONS-S -.13 .07 -.14   

  TIPI-NERO-S -.12 .06 -.15   

  TIPI-OPEN-S .08 .08 .07   

Step 3: add ISIS-S    .08 .04* 

  Growth-S -.05 .07 -.05   

  Co. Size -.09 .05 -.14*   

  TIPI-EXT-S -.02 .05 -.04   

  TIPI-AGR-S -.01 .07 -.01   

  TIPI-CONS-S -.15 .07 -.16*   

  TIPI-NERO-S -.08 .06 -.11   

  TIPI-OPEN-S .07 .08 .06   

  ISIS-S .32 .14 .17*   

Note. N = 210; * Significant at p < .05. 

A hierarchical regression was used to test Hypothesis 1c. Table 8 shows the 

results in which the company control variables along with self-reported personality (TIPI-
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S) and spiritual intelligence (ISIS-S) were first included, and then the self-reported 

emotional intelligence (EIS-S) was added. Hypothesis 1c was not supported as no 

increase in adjusted R2 was found with the addition of self-reported emotional 

intelligence (EIS-S) and p = .440.  

Table 8 

Hierarchical Reg. with Co. Variables, Self-Reported Personality, SI, & EI 

Variable Beta SE Beta Standard Beta R2 Adjusted R2 

Step 1: TIPI-S + ISIS-S    .08 .04* 

  Growth-S -.05 .07 -.05   

  Co. Size -.09 .05 -.14*   

  TIPI-EXT-S -.02 .05 -.04   

  TIPI-AGR-S -.01 .07 -.01   

  TIPI-CONS-S -.15 .07 -.16*   

  TIPI-NERO-S -.08 .06 -.11   

  TIPI-OPEN-S .07 .08 .06   

  ISIS-S .32 .14 .17*   

Step 2: add EIS-S    .08 .04 

  Growth-S -.05 .07 -.05   

  Co. Size -.10 .05 -.16*   

  TIPI-EXT-S -.02 .05 -.04   

  TIPI-AGR-S -.01 .07 -.02   

  TIPI-CONS-S -.16 .07 -.17*   

  TIPI-NERO-S -.09 .06 -.11   

  TIPI-OPEN-S .06 .08 .06   

  ISIS-S .27 .15 .14   

  EIS-S .13 .17 .06   

Note. N = 210; * p < .05. 
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Hierarchical regression was used to test hypothesis 2c regarding the contribution 

of self-reported spiritual intelligence (ISIS-S) to leadership effectiveness, after 

controlling for self-reported personality (TIPI-S), and self-reported emotional intelligence 

(EIS-S). Table 9 shows the results of such hierarchical regression in which the company 

control variables, along with self-reported personality (TIPI-S), and self-reported 

emotional intelligence (EIS-S) were first included, and then the self-reported spiritual 

intelligence (ISIS-S) was added. Hypothesis 2c was not supported as Table 9 shows a 

small increase in adjusted R2 from .03 to .04 (p = .078, suggesting only marginal support) 

when adding self-reported spiritual intelligence (ISIS-S). 
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Table 9 

Hierarchical Reg. with Co. Variables, Self-Reported Personality, EI, & SI 

Variable Beta SE Beta Standard Beta R2 Adjusted R2 

Step 1: TIPI-S + EIS-S    .07 .03 

  Growth-S -.02 .07 -.02   

  Co. Size -.12 .05 -.19*   

  TIPI-EXT-S -.02 .05 -.03   

  TIPI-AGR-S -.02 .07 -.02   

  TIPI-CONS-S -.16 .07 -.17*   

  TIPI-NERO-S -.11 .06 -.15   

  TIPI-OPEN-S .07 .08 .06   

  EIS-S .27 .16 .13   

Step 2: add ISIS-S    .08 .04 

  Growth-S -.05 .07 -.05   

  Co. Size -.10 .05 -.16*   

  TIPI-EXT-S -.02 .05 -.04   

  TIPI-AGR-S -.01 .07 -.02   

  TIPI-CONS-S -.16 .07 -.17*   

  TIPI-NERO-S -.09 .06 -.11   

  TIPI-OPEN-S .06 .08 .06   

  EIS-S .13 .17 .06   

  ISIS-S .27 .15 .14   

Note. N = 210; * p < .05. 

A similar set of hierarchical regression models on leader effectiveness was 

constructed using the company variables including staff observer assessment of growth 

(Growth-O), and the staff observer and assessments of personality, EI and SI. Table 10 

shows that the additional contribution of staff-reported EI to a model with staff observer 
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company variables and personality is statistically significant (increase in adjusted R2 from 

.45 to .50 with p = .000), which supports hypothesis 3b. 

Table 10 

Hierarchical Reg. with Co. Variables, Staff-Reported Personality, & EI  

Variable Beta SE Beta Standard Beta R2 Adjusted R2 

Step 1: Co. Variables    .07 .06*** 

  Growth-O 1.24 .35 .24**   

  Co. Size -.64 .30 -.14*   

Step 2: add TIPI-O    .46 .45*** 

  Growth-O .74 .29 .14*   

  Co. Size -.33 .23 -.07   

  TIPI-EXT-O 1.12 .25 .24***   

  TIPI-AGR-O 1.09 .27 .27***   

  TIPI-CONS-O 1.04 .30 .20**   

  TIPI-NERO-O -.85 .29 -.20**   

  TIPI-OPEN-O .61 .32 .11   

Step 3: add EIS-O    .52 .50*** 

  Growth-O .65 .27 .12*   

  Co. Size -.26 .22 -.06   

  TIPI-EXT-O 1.01 .24 .21***   

  TIPI-AGR-O .63 .27 .15*   

  TIPI-CONS-O .60 .30 .12*   

  TIPI-NERO-O -.30 .30 -.07   

  TIPI-OPEN-O .46 .30 .08   

  EIS-O .61 .13 .37***   

Note. N = 210; * p < .05; ** p < .01; *** p < .001.  

A similar hierarchical regression model was used to test the contribution of 

observer-reported spiritual intelligence (ISIS-O) to leadership effectiveness, after 
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controlling for company variables and observer-reported personality variables. Table 11 

shows that the additional contribution of staff-reported SI to a model with staff observer 

company growth, and personality is statistically significant (increase in adjusted R2 from 

.45 to .50 with p = .000), thus supporting hypothesis 4b. 

Table 11                                  

Hierarchical Reg. with Co. Variables, Staff-Reported Personality, & SI 

Variable Beta SE Beta Standard Beta R2 Adjusted R2 

Step 1: Co. Variables    .07 .06*** 

  Growth-O 1.24 .35 .24**   

  Co. Size -.64 .30 -.14*   

Step 2: add TIPI-O    .46 .45*** 

  Growth-O .74 .29 .14*   

  Co. Size -.33 .23 -.07   

  TIPI-EXT-O 1.12 .25 .24***   

  TIPI-AGR-O 1.09 .27 .27***   

  TIPI-CONS-O 1.04 .30 .20**   

  TIPI-NERO-O -.85 .29 -.20**   

  TIPI-OPEN-O .61 .32 .11   

Step 3: add ISIS-O    .52 .50*** 

  Growth-O .64 .27 .12*   

  Co. Size -.22 .22 -.05   

  TIPI-EXT-O .88 .24 .18***   

  TIPI-AGR-O .55 .28 .13   

  TIPI-CONS-O .57 .30 .11   

  TIPI-NERO-O -.54 .29 -.12   

  TIPI-OPEN-O .01 .33 .00   

  ISIS-O .89 .19 .39***   

Note. N = 210; * p < .05; ** p < .01; *** p < .001.  
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A hierarchical regression model was used to test the contribution of observer-

reported emotional intelligence (EIS-O) on leadership effectiveness, after controlling for 

company variables, observer-reported personality (TIPI-O), and observer-reported 

spiritual intelligence (ISIS-O). Table 12 shows that the additional contribution of staff 

reported EI (EIS-O) to a model with staff observer company variables, personality, and 

spiritual intelligence results in a statistically significant increase in R2 from .50 to .53 (p = 

.000), which supports hypothesis 3c. 

Table 12 

Hierarchical Reg. with Co. Variables, Staff-Reported Personality, SI, & EI 

Variable Beta SE Beta Standard Beta R2 Adjusted R2 

Step 1: TIPI-O + ISIS-O    .52 .50*** 

  Growth-O .64 .27 .12*   
  Co. Size -.22 .22 -.05   
  TIPI-EXT-O .88 .24 .18***   
  TIPI-AGR-O .55 .28 .13   

  TIPI-CONS-O .57 .30 .11   
  TIPI-NERO-O -.54 .29 -.12   
  TIPI-OPEN-O .01 .33 .00   
  ISIS-O .89 .19 .39***   
Step 2: add EIS-O    .55 .53*** 
  Growth-O .59 .27 .11*   
  Co. Size -.19 .22 -.04   
  TIPI-EXT-O .84 .24 .18***   
  TIPI-AGR-O .28 .28 .07   
  TIPI-CONS-O .31 .30 .06   
  TIPI-NERO-O -.16 .29 -.04   
  TIPI-OPEN-O .01 .32 .00   
  ISIS-O .71 .19 .31***   
  EIS-O .49 .13 .30***   
Note. N = 210; * p < .05; *** p < .001.  
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To test hypothesis 4c, about the contribution of observer-reported spiritual 

intelligence (ISIS-O) to leadership effectiveness after controlling for company variables, 

observer-reported five dimensions of personality (TIPI-O), and observer-reported 

emotional intelligence (EIS-O), an analogous hierarchical regression model and analysis 

was conducted. The results in Table 13 show support for this hypothesis 4c as the 

addition of staff-reported SI (ISIS-O) resulted in an increase in adjusted R2 from .50 to 

.53 (p = .000). 

Table 13 

Hierarchical Reg. with Co. Variables, Staff-Reported Personality, EI, & SI 

Variable Beta SE Beta Standard Beta R2 Adjusted R2 

Step 1: TIPI-O + EIS-O    .52 .50*** 

  Growth-O .65 .27 .12*   
  Co. Size -.26 .22 -.06   
  TIPI-EXT-O 1.01 .24 .21***   
  TIPI-AGR-O .63 .27 .15*   

  TIPI-CONS-O .60 .30 .12*   
  TIPI-NERO-O -.30 .30 -.07   
  TIPI-OPEN-O .46 .30 .08   
  EIS-O .61 .13 .37***   
Step 2: add ISIS-O    .55 .53*** 
  Growth-O .59 .27 .11*   
  Co. Size -.19 .22 -.04   
  TIPI-EXT-O .84 .24 .18***   
  TIPI-AGR-O .28 .28 .07   
  TIPI-CONS-O .31 .30 .06   
  TIPI-NERO-O -.16 .29 -.04   
  TIPI-OPEN-O .01 .32 .00   
  EIS-O .49 .13 .30***   
  ISIS-O .71 .19 .31***   
Note. N = 210; * p < .05; *** p < .001.  
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Additional Investigations 

Since these results revealed that self-reported emotional and spiritual intelligences 

by the CEO were less strongly predictive of reported leadership effectiveness, than 

reported from the perspective of their staff, it could be argued that the correlations 

between observer-reported emotional and spiritual intelligence and leadership 

effectiveness was due to a �halo� effect�that is staff members who are happy with their 

leaders and committed to their jobs assign high emotional and spiritual intelligences to 

their CEO leaders.  

To further test the predictive validity of the contribution of emotional and spiritual 

intelligences to leadership effectiveness, �out-of-sample� measures of emotional and 

spiritual intelligences were computed and correlated with each staff member�s rating of 

leadership effectiveness. The out-of-sample measure was based on the average of the 

remaining staff members reporting to the CEO, excluding the person rating the overall 

leadership effectiveness outcomes, against which the correlations of EI and SI were run. 

In other words, for each member of the staff, the correlation between the member�s own 

rating of leadership effectiveness was computed against the average observer rating of the 

CEO personality (TIPI-OX), EI (EIS-OX), and SI (ISIS-OX), when the personality, 

emotional, and spiritual intelligence variables were assessed based on averaging the input 

of the remaining members of the staff, excluding the person rating the leader�s 

effectiveness themselves. Hence, it was hypothesized that surveying the �out-of-sample� 

observer-reported emotional and spiritual intelligence of the CEO from different 

members of the team will predict the organizational outcomes, such as commitment, 

morale, and job satisfaction, as reported by a different member of the team. 
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Table 14 shows the correlations between leadership effectiveness and various 

company variables such as company size and growth, as well as personality, emotional, 

and spiritual intelligence, using out-of-sample observer-ratings of those variables. Sizable 

and statistically significant correlations are shown between leader effectiveness and 

emotional and spiritual intelligences, as well as all the five dimensions of personality. 

The control variable of company size was not statistically significant (perhaps marginally 

so with p = .054), while company growth was not significantly correlated with leader 

effectiveness. 

Table 14 

Out-of-Sample Observer Correlations with Leadership Effectiveness  

Scale R 

Co. Size (SIZE) -.13 

Growth (observer, GRTH-OX) .07 

TIPI-Extraverted (observer, EXT-OX) .14* 

TIPI-Agreeable (observer, AGR-OX) .27*** 

TIPI-Conscientious (observer, CONS-OX) .17* 

TIPI-Neuroticism (observer, NERO-OX) -.31*** 

TIPI-Openness (observer, OPEN-OX) .14* 

Emotional Intelligence (observer, EIS-OX) .34*** 

Spiritual Intelligence (observer, ISIS-OX) .31*** 

Note. N = 210; * p < .05; *** p < .001.  

Similarly combining the CEOs� self-reported emotional and spiritual intelligences 

with the out-of-sample observer ratings of those constructs (putting a 50% weight the 

self-report and 50% weight on the average among the out-of-sample observers) and 

examining how this might impact leader effectiveness was investigated. Table 15 shows 

these correlations, revealing as hypothesized significant correlations between both 
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emotional and spiritual intelligences and leader effectiveness. A combined self-report and 

out-of-sample observer-report score on emotional intelligence (EIS-CX) correlated 

significantly with reported leadership effectiveness by excluded member of the staff (r = 

.30, p = .000). Similarly, a combined self-report and out-of-sample observer-report score 

on spiritual intelligence (ISIS-CX) correlated significantly with reported leadership 

effectiveness by the excluded members of the staff (r = .28, p = .000). Some of the 

personality dimensions, such as Agreeableness, Neuroticism, and Openness did show 

significant correlations with leader effectiveness, while Extraversion and 

Conscientiousness did not. A combined self-report and out-of-sample observer-report 

score on Growth (GRTH-CX) showed no statistically significant correlation with 

reported leader effectiveness. 

Table 15 

Combined Self & Out-of-Sample Observer Correlations with EFF 

Scale R 

Company Size -.13 

Growth (observer, GRTH-CX) .02 

TIPI-Extraverted (combined, EXT-CX) .07 

TIPI-Agreeable (combined, AGR-CX) .19** 

TIPI-Conscientious (combined, CONS-CX) .05 

TIPI-Neuroticism (combined, NERO-CX) -.24*** 

TIPI-Openness (combined, OPEN-CX) .15* 

Emotional Intelligence (combined, EIS-CX) .30*** 

Spiritual Intelligence (combined, ISIS-CX) .28*** 

Note. N = 210; * p < .05; ** p < .01; *** p < .001.  
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To investigate if the increase in leadership effectiveness associated with 

emotional and spiritual intelligences was due to a contribution of some or only a few of 

the organizational outcomes, the correlations between EI and SI and each of the outcome 

variables that contributed to the overall leadership effectiveness score were computed. 

The combined self-report and out-of-sample observer report for emotional intelligence 

(EIS-CX) were correlated with all different organizational outcomes (Organizational 

Commitment, Sense of Community, Productivity, Satisfaction, Leadership, Morale, and 

Intention to Quit) as reported by an excluded observer. Similarly the combined self-report 

and out-of-sample observer reports for spiritual intelligence (ISIS-CX) were correlated 

with all the different organizational outcomes as reported by an excluded observer. The 

data in Table 16 shows that EI-OX and SI-OX are significantly correlated with each one 

of the organizational outcome scales that were included in the measure of leadership 

effectiveness. 

Table 16 

EI-CX & SI-CX Correlations with Different Components of Effectiveness 

Outcome Scale EIS-CX R ISIS-CX R 

Leadership Effectiveness (EFF) .30*** .28*** 

   Org. Commitment (OCQ) .22** .27*** 

   Sense of Community (SOC) .30*** .27*** 

   Productivity/Effort (PROD) .23** .23** 

   Satisfaction (SAT) .23** .14* 

   Leadership (LDR) .27*** .24*** 

   Morale (MORL) .23** .22** 

   Intention to Quit (INTQ) -.14* -.18** 

Note. N = 210; * p < .05; ** at p < .01; *** p < .001.  

 



 

 

101

Since the company variables (company size and perceived growth), observed 

personality dimensions (e.g., extraversion), as well as observer-reported emotional and 

spiritual intelligences were often significantly correlated with leadership effectiveness, it 

was decided to investigate which observed intelligence and personality dimensions 

contributed most significantly to explaining the variance in leadership effectiveness. 

Hence, another set of hierarchical regression analyses were run on the observer-reported 

data exploring what the relative contribution to R2 from EI and SI as single constructs 

would be compared to the addition of five personality variables. Based on the hierarchical 

regression in Table 10, it appears that the five dimensions of personality combined in 

total contributed to an increase in adjusted R2 from .06 to .45 (i.e., a total delta of .39). In 

comparison Table 17 shows a slightly smaller increase in adjusted R2 from .06 to .42 (i.e., 

a total delta of .36) for adding a single observer-reported score for emotional intelligence 

(EIS-O). 

Table 17 

Hierarchical Reg. with Co. Variables & Staff-Reported EI 

Variable Beta SE Beta Standard Beta R2 Adjusted R2 

Step 1: Co. Variables    .07 .06*** 

  Growth-O 1.24 .35 .24**   

  Co. Size -.64 .30 -.14*   

Step 2: add EIS-O    .43 .42*** 

  Growth-O .73 .28 .14**   

  Co. Size -.31 .24 -.07   

  EIS-O 1.01 .09 .61***   

Note. N = 210; * p < .05; ** p < .01; *** p < .001.  
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In comparison, Table 18 shows the increase from adding a single observer-

reported score of spiritual intelligence (ISIS-O) to be equal to the increase from adding 

the five dimensions of personality combined (as reported in Table 10) with an increase in 

adjusted R2 from .06 to .45 (i.e., a delta of .39). 

Table 18 

Hierarchical Reg. with Co. Variables & Staff-Reported SI 

Variable Beta SE Beta Standard Beta R2 Adjusted R2 

Step 1: Co. Variables    .07 .06*** 

  Growth-O 1.24 .35 .24**   

  Co. Size -.64 .30 -.14*   

Step 2: add EIS-O    .46 .45*** 

  Growth-O .57 .28 .11*   

  Co. Size -.25 .23 -.06   

  EIS-O 1.48 .12 .64***   

Note. N = 210; * p < .05; ** p < .01; *** p < .001.  

Another approach to investigating the relative contribution to the variance in 

leadership effectiveness among company variables, personality, emotional intelligence, 

and spiritual intelligence was using a stepwise regression analysis. Stepwise regression is 

particularly useful to investigate the relative contribution of different factors which 

exhibited colinearity. Appendix B provides the correlation matrix between the five self-

reported TIPI-S dimensions of personality, the self-reported emotional intelligence EIS-

S, and self-reported spiritual intelligence ISIS-S. Appendix C provides the correlation 

matrix among those same variables for observer reports of personality (TIPI-O), EI (EIS-

O), and SI (ISIS-O). 
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A stepwise regression using company size, observer-ratings of growth, observer- 

rating on the five dimensions of personality, observer-ratings on EI, and observer-ratings 

on SI, as the independent variables was run. The stepwise regression model identified 

successively those variables which make the largest contribution to explaining the 

remaining variance in leadership effectiveness, showing a statistical significance with a p 

value less than .05. Table 19 shows the results of such step regression analysis. The 

largest contribution to explain the variance in leadership effectiveness was the observer 

ratings of the CEO�s spiritual intelligence (ISIS-O), accounting for nearly 46% of the 

variance. Another 5% of the variance was explained by observer rating of emotional 

intelligence (EIS-O). While making a statistically significant addition, the contribution of 

observer-ratings of TIPI-O Extraversion and observer-ratings of Growth (GRTH-O) to 

the explained variance was substantively small. None of the other personality dimensions 

or company variables helped to explain staff-observers� views about their leader�s 

effectiveness. 

Table 19 

Stepwise Reg. on Staff Ratings of Co. Variables, TIPI, EI, & SI  

Step Variable Entered Cumm. Adj. R2 Delta Adj. R2 

1 SI Observer (ISIS-O) .46 .46*** 

2 EI Observer (EIS-O) .51 .05*** 

3 TIPI-Extraverted (observer, EXT-O) .53 .02** 

4 Growth (observer, GRTH-O) .54 .01* 

Note. N = 210; * p < .05; ** p < .01; *** p < .001.  

It was further hypothesized that observers� perceptions of different domains of 

emotional and spiritual intelligences might contribute differentially to explaining the 

variance in leadership effectiveness. Given the colinearity among the four EIS subscales 
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and five ISIS domains, another stepwise regression analysis that included the company 

size and observer ratings of growth and the five dimensions of personality, the four 

subscales emotional intelligence, and the five domain scales of spiritual intelligence was 

run to assess their relative contribution of each domain and personality dimension to 

explaining the variance in leadership effectiveness. (Appendix D reports the correlations 

among the four EIS subscales and the five ISIS domains for self-reported assessments, 

while Appendix E provides them for observer ratings.)  

Table 20 shows the results of the stepwise regression analysis. Most of the 

variance around leadership effectiveness was accounted for by the observer rating of the 

CEO�s ISIS-O scores on the Truth Domain (delta in adjusted R2 equal .38, p = .000), 

followed by rating of ISIS-O Consciousness Domain (delta in adjusted R2 equal .08, p = 

.000). Some additional variance was explained by observer ratings of TIPI-O 

Extraversion (incremental delta in adjusted R2 equal .03, p = .001), and observer ratings 

of EIS-O Self-Awareness subscale (incremental delta in adjusted R2 equal .02, p = .002). 

A small amount of additional variance was accounted for by observer ratings of EIS-O 

Use of Emotion (delta in adjusted R2 equal .01, p = .043), and EIS-O Other Awareness 

subscale (incremental delta in adjusted R2 equal .01, p = .040). 
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Table 20 

Stepwise Reg. with Co. Variables, 4 EIS Subscales, & 5 ISIS Domain Scales  

Step Variable Entered Cumm. Adj. R2 Delta Adj. R2 

1 ISIS-O Truth domain .38 .38*** 

2 ISIS-O Consciousness domain .46 .08*** 

3 TIPI-O Extraverted dimension .49 .03** 

4 EIS-O Self-Awareness subscale .51 .02** 

5 EIS-O Use of Emotion subscale .51a .01* 

6 EIS-O Other-Awareness subscale .52 .01* 

Note. N = 210; a Does not add up due to rounding; * p < .05; ** p < .01; *** p < .001.  

It was further hypothesized that observer perception of different ratings on the 22 

spiritual intelligence subscales (each of the five SI domain contains several subscales) 

contributes differentially to explaining the variance in the observer ratings of leadership 

effectiveness. Hence a stepwise regression which included the company size, and 

observer ratings for growth and the five dimensions of personality, the four EIS subscales 

emotional intelligence, and the 22 ISIS subscales of spiritual intelligence was run to 

assess their relative contribution to explaining the variance in leadership effectiveness. 

Table 21 shows the results of such step regression analysis. The majority of the explained 

variance in leadership effectiveness was the observer rating of the CEO�s ISIS-O Grace 

domain Joy subscale (delta in adjusted R2 equal .34, p = .000). An additional contribution 

was made by rating of ISIS-O Consciousness domain Mindfulness subscale (delta in 

adjusted R2 equal .08, p = .000), followed by rating of ISIS-O Grace domain Discernment 

subscale (delta in adjusted R2 of .04, p = .005). An additional contribution made by 

ratings of EIS-O Regulation of Emotion subscale (delta in adjusted R2 of .03, p = .012), 

followed by TIPI-O Extraverted scale (incremental delta in adjusted R2 equal .02, p = 
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.008). A small amount of additional variance was accounted for by EIS-O Use of 

Emotion subscale (delta in adjusted R2 equal .01, p = .010), ISIS-O Truth domain 

Egolessness subscale (delta in adjusted R2 of .01, p = .010), and EIS-O Other Awareness 

subscale (incremental delta in adjusted R2 equal .01, p = .030). 

Table 21 

Stepwise Reg. with Co. Variables, TIPI, 4 EIS, & 22 ISIS Subscales 

Step Variable Entered Cumm. Adj. R2 Delta Adj. R2 

1 ISIS-O Joy subscale .34 .34*** 

2 ISIS-O Mindfulness subscale .42 .08*** 

3 ISIS-O Discernment subscale .46 .04** 

4 EIS-O Regulation of Emotion subscale .49 .03* 

5 TIPI-O Extraverted subscale .51 .02** 

6 EIS-O Use of Emotion subscale .53a .01* 

7 ISIS-O Egolessness subscale .54 .01* 

8 EIS-O Other-Awareness subscale .55 .01* 

Note. N = 210; a Does not add up due to rounding; * p < .05; ** p < .01; *** p < .001.  

Summary of Hypothesis Testing Results 

The following Table 22 summarizes the results from the formal and post hoc 

hypothesis testing. 
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Table 22 

Summary of Hypothesis Testing Results 

Hypothesis 

 

Table Independent 

Variable 

Control Variable Confirm? 

1a 4 EIS-S  No 

1b 6 EIS-S Co. Variables, TIPI-S Marginal 

1c 8 EIS-S Co. Variables, TIPI-S, ISIS-S No 

2a 4 ISIS-S  Yes 

2b 7 ISIS-S Co. Variables, TIPI-S Yes 

2c 9 ISIS-S Co. Variables, TIPI-S, EIS-S Marginal 

3a 5 EIS-O  Yes 

3b 10 EIS-O Co. Variables, TIPI-O Yes 

3c 12 EIS-O Co. Variables, TIPI-O, ISIS-O Yes 

4a 5 ISIS-O  Yes 

4b 11 ISIS-O Co. Variables, TIPI-O Yes 

4c 13 ISIS-O Co. Variables, TIPI-O, EIS-O Yes 

Post Hoc 14 EIS-OX  Yes 

Post Hoc 14 ISIS-OX  Yes 

Post Hoc 15 EIS-CX  Yes 

Post Hoc 15 ISIS-CX  Yes 
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Chapter 5: Discussion 

Many studies show that intelligence, as measured by the traditional IQ score, 

explains only a small portion of leader effectiveness (Bahn, 1979; Fiedler, 2001; 

Sternberg, 1997b, 2001). Over the last few decades, the study of leadership has widened 

to include different forms of intelligence (Chermers, 2001), including emotional and 

spiritual intelligences (Mussig, 2003) that may relate to motive- and trait-level qualities 

which have also come under the rubric of intelligence (McCrae, 2000; Piedmont, 1999). 

Indeed a growing body of research has investigated the contribution of EI to 

leadership (Feyerhem & Rice, 2002; Goleman, 1998a, 1998b; Hartsfield, 2003; Higgs & 

Aitken, 2003, Higgs & Rowland, 2002). However, many of these studies suffered from a 

common method bias as they relied on the self-report of the leader in measuring EI, as 

well as lacking tangible or objective performance outcome measures (e.g., Hartsfield, 

2003; Higgs & Rowland, 2002). Furthermore, when correlations between EI and 

leadership have been found, it has been argued that �if EI does not predict variance in 

leadership emergence or effectiveness beyond that which is predicted by established 

psychological constructs, then either EI is redundant or inutile� (Antonakis, 2003, p. 

356). 

Similarly, little empirical research has been done on the relationship between 

spiritual intelligence and leadership effectiveness. What empirical research that does exist 

has studied the relationship between spirituality, rather than spiritual intelligence, and 

leadership (e.g., Fry, Vitucci, & Cedillo, 2005; Posner, Slater, & Boone, 2006). Similarly, 

most studies that do examine the relationship of spirituality and leadership suffer from a 
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common method bias by relying on the self-report of the leader in assessing both their 

spirituality and leadership competencies and/or performance outcomes. 

In an attempt to address some of these gaps in the literature, the primary purpose 

of this research was to investigate the extent to which emotional and spiritual 

intelligences contribute to the effectiveness of leaders as reflected in tangible measures 

assessed by independent observers. The CEO�s leadership effectiveness was defined as 

the composite score of his or her staff�s assessment of organizational outcomes such as 

organizational commitment, sense of community, productivity/effort, job satisfaction, 

morale, low intention to quit, and her or his staff�s independent assessment of the CEO�s 

leadership ability.  

To overcome the common method bias, EI and SI were assessed using self-report 

by the leaders themselves, as well as using staff-observer ratings. In addition, an attempt 

was made to control for other established constructs such as demographic variables (age, 

gender, and ethnicity), company context/environment (company size and growth), and 

the five dimensions of personality, in order to investigate the extent to which EI and SI 

made independent value-added contributions to understanding the effectiveness of 

leaders. 

The Contribution of EI and SI to Leadership Effectiveness 

The results from this study demonstrated that the CEO�s self-reported measures of 

SI significantly correlated with leadership effectiveness as assessed by her or his staff, 

and were significant even after controlling for company variables, such as company size 

and growth, and self-reported personality variables. However, self-reported SI was not 

statistically significant in explaining the variance in leadership effectiveness as reported 
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by the CEO�s staff even after controlling for company variables, and self-reported 

personality, as well as self-reported EI. Perhaps with a marginal p = .078 and delta in 

adjusted R2 = .01, a larger sample would have revealed greater statistical significance.  

Such cross-method results, showing significant correlations between self-reported 

SI and leadership effectiveness as reported by the observing staff, lends strong predictive 

validity to the SI construct and its contribution to leadership performance. In fact, the 

other self-report ratings, such as the five dimensions of personality, did not provide much 

in the way of understanding assessments of leadership effectiveness. 

In contrast, and somewhat surprisingly as contrary to one of the hypotheses, self-

reported EI by the CEO did not correlate significantly with leadership effectiveness as 

assessed by their staff. However, self-reported EI did account for a small increment in 

explained variance in leadership effectiveness, after controlling for company variables 

and the self-reported personality variables, but was not statistically significant (marginal 

with p = .09), suggesting again that perhaps a larger sample would have revealed greater 

significance. Furthermore, the weak relationship between self-reported EI and leadership 

effectiveness reported by the staff may be due to the limitations of the specific measure 

of EI used, or to the limitations of self-report measures because they are susceptible to 

manipulation based on perceived social desirability (Lopez & Snyder, 2003). 

Indeed, when using the same assessment method, the staff�s observer ratings of 

the CEO�s EI correlated strongly with those observers� assessment of the CEO�s 

leadership effectiveness (r = .64, p < .001). Furthermore, observer-reported EI was 

significant in explaining the variance in that observer�s assessment of leadership 

effectiveness even after controlling for that observer�s ratings of personality. It was also 
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significant even after controlling for observer ratings of personality and spiritual 

intelligence. The incremental contribution of observer-reported EI, after controlling for 

observer-reported SI, suggests that EI and SI are measuring distinct constructs, in spite of 

the fact that EI and SI were significantly correlated with one another. The fact that the 

correlations between the constructs are lower for self-reports (CEOs) than for their staff 

suggests that emotional and spiritual intelligence may be easier to distinguish internally 

than by outside observers. This makes sense in that some of the items pertaining to 

spiritual intelligence, such as aligning with the sacred or the use of spiritual practices that 

help in daily functioning, may be harder for external observers to assess. On the other 

hand, such observers may very well be able to notice and appreciate the external 

manifestations of those SI abilities, through greater embodiment of qualities such as 

relatedness and mindfulness, which may overlap somewhat with emotional intelligence 

abilities, such as greater emotional self- and other-awareness. At the same time, observers 

are able to distinguish between EI and SI through the more unique SI qualities, such as 

purpose, egolessness, joy, and discernment, which are not covered in domain assessment 

of EI. 

Similar to the contribution of observer-rated EI, the staff�s observer ratings of the 

CEO�s SI strongly and significantly correlated with their assessment of the CEO�s 

leadership effectiveness (r = .68, p < .001). Observer-reported SI was significant in 

explaining leadership effectiveness, even after controlling for company variables and the 

observer ratings of personality. Furthermore, observer-reported SI was significant in 

explaining leadership effectiveness after controlling for company variables, and observer 

ratings of personality, and observer ratings of EI. These results reinforce the predictive 
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validity of SI and its incremental contribution to understanding leadership effectiveness 

above and beyond the more established personality, as well as EI, constructs. 

Observer Ratings Add Predictive Validity Beyond Self-Report Measures 

It might be argued that the strong correlations between observer-reported 

emotional and spiritual intelligences and leadership effectiveness were due to a �halo� 

effect. This means that staff members who are satisfied with their CEOs and are 

committed to their organizations ex post facto attribute high emotional and spiritual 

intelligences to their leaders. However, this argument was not empirically supported. An 

�out-of-sample� measure of emotional and spiritual intelligences, as rated by a subset of 

the staff, correlated significantly with the other staff members� rating of leader 

effectiveness. The out-of-sample observer ratings of both the CEO�s emotional 

intelligence (EI-OX) and spiritual intelligence (SI-OX) were significantly correlated with 

leadership effectiveness, as reported by different members of the staff. In surveying a 

subset of the staff reporting to the CEO about their observer ratings of their CEO�s 

emotional and spiritual intelligences, results significantly correlated with leadership 

effectiveness and organizational outcome performance ratings from other employees in 

the company. 

Similarly, establishing a composite measure of emotional intelligence (EI-CX) 

and spiritual intelligence (SI-CX), that combines the CEOs� self-reported EI and SI 

weighted at 50% with the out-of-sample observer ratings of EI and SI also weighted at 

50%, also correlated significantly with the leadership effectiveness and organizational 

outcomes ratings by other staff members. EI-CX correlated significantly with leadership 

effectiveness as did SI-CX. Such results suggest that emotional and spiritual intelligences 
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contribute to leadership effectiveness beyond a simple �halo� effect explanation, and 

indeed, contribute to greater organizational commitment, sense of community, 

productivity/effort, inspirational leadership, overall morale, and lower intentions to quit. 

Since outcomes such as greater organizational commitment, increasing sense of 

community, higher morale, and lower intention to quit have been shown to contribute to 

tangible organizational performance (Milliman, Czaplewski, & Ferguson, 2003; 

Mowday, Steers, & Porter, 1979, 1982), these findings further support the important 

contribution that EI and SI have to leadership effectiveness, and go a long ways towards 

overcoming the limitation of common method bias studies. 

That more robust findings resulted from the combination of observer ratings with 

self-reports than from a self-report alone is consistent with previous studies 

demonstrating greater reliability and validity from aggregating observer ratings in 

addition to self-reports. For example, Mount, Barrick, and Strauss (1994) found that 

observer ratings accounted for significant variance in the criterion measure beyond self-

ratings alone for the relevant dimensions of personality. Boyatzis, Goleman, and Rhee 

(2000) report greater reliability and predictive validity from a 360 measure of emotional 

intelligence compared to self-report alone. 

Relative Contribution of EI and SI Compared to Other Constructs 

The key role played by emotional and spiritual intelligence is further underscored 

by the findings that EI and SI accounted for a greater portion of the variance in leadership 

effectiveness and were more statistically significant in comparison to company and 

personality variables. For example, self-reported spiritual intelligence showed the 

greatest correlation significance with staff ratings of leadership effectiveness among all 
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the demographic, company variables, and self-report variables by the CEO. In 

comparison, even the CEO�s self-assessments of their company�s growth did not show 

any statistical significance in explaining leadership effectiveness as rated by their staff. 

This may seem surprising as it would be expected that companies where the CEO was 

more optimistic or confident in their company�s growth would report greater 

organizational commitment or lower intentions to quit among their staff. Perhaps the 

CEO�s self-reported business growth suffers from social desirability bias. 

Furthermore, none of the self-ratings on the five dimensions of personality 

showed any statistical significance in explaining leadership effectiveness. Nor were 

traditional demographic factors like age, gender, or ethnicity important in explaining any 

differences. The only company variable that had a marginally significant relationship 

with leader effectiveness was company size and this was in a negative direction. This 

would suggest that employees in a smaller company feel a greater sense of organizational 

commitment, sense of community, higher productivity or effort, greater overall morale, 

and greater satisfaction with their jobs.  

In contrast to the more limited explanatory power of the CEO�s self-report on the 

staff�s ratings of leadership effectiveness, observer-reported scores on emotional and 

spiritual intelligence accounted for significant portions of the variance in leadership 

effectiveness. Observer-reported emotional intelligence accounted for 41% of the 

variance in leadership effectiveness, and observer-reported spiritual intelligence 

accounted for 46% of the variance. In comparison, the greatest contribution to the 

explained variance among the five personality dimensions came from observer ratings of 

Agreeableness (positively correlated, R2 equal .25) and Neuroticism (negatively 
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correlated, R2 equal .24). In fact, hierarchical regression analysis showed that the 

observer-reports for the five dimensions of personality combined accounted for a 

significant increase in explained variance with delta in adjusted R2 of 39%. Observer-

ratings of spiritual intelligence also accounted for an equal increase in explained variance 

with delta in adjusted R2 of 39%. Similarly, observer-reported emotional intelligence 

accounted for a significant, if somewhat smaller, increase in explained variance with 

incremental increase in adjusted R2 of 36%. The fact that a single spiritual intelligence 

score accounts for the same amount of the variance in leadership effectiveness as all five 

of the dimensions in the FFM of personality combined, suggests that SI contributes 

significantly to explaining leadership effectiveness. 

Indeed, stepwise regression analysis revealed that the staff�s perception of the 

CEO�s spiritual intelligence accounted for the greatest portion of variance in their ratings 

of leadership effectiveness. The second most significant factor contributing to the 

variance in leadership effectiveness were the staff�s observer-ratings of the CEO�s 

emotional intelligence. Among the five personality dimensions, only the staff�s observer 

ratings of the CEO�s Extraverted dimension accounted for an incremental increase in 

adjusted R2 after accounting for both emotional (EIS) and spiritual (ISIS) intelligences. 

Staff�s ratings of the company�s growth and business prospects only accounted for a .01 

increase in adjusted R2.   

These results, again, suggest that a significant portion of the variance in 

leadership effectiveness is explained by spiritual and emotional intelligences. This claim 

is further substantiated by finding that EI and SI were correlating positively with every 

single one of the subcomponent measures of leadership effectiveness: (a) Organizational 
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Commitment, (b) Sense of Community, (c) Productivity/Effort, (d) Satisfaction, (e) 

Leadership, (f) Morale, and (g) Low Intention to Quit. Indeed, it was somewhat 

surprising that the personality dimensions, and even the environmental context of the 

company�s growth prospects, accounted for such small incremental variance in leadership 

effectiveness after accounting for emotional and spiritual intelligences. Equally surprising 

was that none of the other personality dimensions beyond Extraversion accounted for any 

incremental variance in leadership effectiveness. Once spiritual and emotional 

intelligences were both accounted for, the Agreeableness, Conscientiousness, 

Neuroticism, and Openness dimensions of personality did not make any significant 

contribution to explaining variance around leadership effectiveness. This finding was in 

contrast with previous studies that have found Conscientiousness positively contributed 

to all job performance criteria across all occupational groups (Barrick & Mount, 1991). 

Conscientiousness did contribute significantly to leadership effectiveness when including 

the five dimensions of personality on their own in the regression equation (p = .001), and 

remained significant when adding EIS as a measure of emotional intelligence (p = .045), 

but was only marginally significant when adding ISIS as a measure of spiritual 

intelligence (p = .057). However, Conscientiousness was not statistically significant (p = 

.296) when both EIS and ISIS were in the mix. 

Understanding the Contributors to Leadership Effectiveness 

The stepwise regressions results (Tables 19, 20, 21) shed some light on what 

contributes to positive leadership effectiveness. As discussed earlier, this analysis 

revealed that observer rating of spiritual intelligence made the most significant 

contribution to explaining the CEO�s leadership effectiveness. The fact that a single ISIS 
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score can account for 46% of the variance in leadership effectiveness outcome is 

relatively impressive. This may be partially understood because ISIS aggregates scores 

across five domains and 22 subscales of spiritual intelligence competencies, which may 

partially explain its predictive validity and explanatory power. Emotional intelligence 

also made a moderate incremental contribution (after SI) to explaining leadership 

effectiveness. 

Though very small (only an incremental 1%), it was not a surprise that observer 

ratings of Growth were positively associated with positive organizational outcomes as it 

can be expected that employees who perceive their company and business to be growing 

are more likely to be committed to their jobs, display higher morale, and lower intention 

to quit. Observer ratings of company growth made no incremental contribution to 

explained variance around leadership effectiveness after accounting for the specific 

spiritual intelligence ISIS domains and emotional intelligence EIS subscales.  

After accounting for SI and EI, the only personality dimension that made an 

incremental contribution is observer ratings of Extraversion. The fact that Extraversion 

was associated with positive leadership outcomes is consistent with prior research in 

which extraversion (relating to social skills) contributed to effective performance in 

managers (Barrick & Mount, 1991). However, it was unexpected that Conscientiousness, 

which has previously been found to positively contribute to all job performance criteria in 

all occupational groups (Barrick & Mount, 1991), did not add an incremental predictive 

power beyond EI, SI, and Extraversion in observer-ratings.  

The most significant domain was the ISIS Truth domain which includes subscales 

for Egolessness, Equanimity, Inner-wholeness, Openness, Presence, and Trust. A strong 
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commitment to truth and reality orientation is consistent with some of the theories of 

leadership discussed earlier such as Koestenbaum (2002) who underscores the value of 

�reality orientation� in his diamond model of effective leadership. The ISIS Truth domain 

also seems to relate to Fry�s (2003, 2005) Spiritual Leadership Theory which stresses the 

values of humility, inner harmony and wholeness, and hope/faith. Similarly, greater 

Equanimity is associated with lower Neuroticism that was found to be negatively 

associated with effective leadership. Also strong trust in the future, that is related to the 

notions of hope and optimism, is consistent with Bennis (2007), who has highlighted the 

importance of optimism for leadership. Indeed, in studying 53 sales managers, George 

(1995) found a positive relationship between those who exhibited optimism and their 

productivity/output. 

The second most significant domain was the ISIS Consciousness domain which 

contains subscales for Intuition, Mindfulness, and Synthesis. After the Extraversion 

dimension of personality, EIS Self-Awareness domain was the next most significant 

contributor. The ISIS Consciousness domain and the EIS Self-Awareness domain both 

seem to be consistent with the research of Bennis (2000), who found that effective 

leaders manifest greater self-awareness and self-knowledge. The EIS Use of Emotion and 

Other-Awareness subscales were also significant and are consistent with Bennis� (2000) 

key leadership competencies including the management of attention, involving the ability 

to emotionally draw others to them, and the management of trust through relationships. 

The EIS Use of Emotion and Other-Awareness subscales may also relate to and 

contribute to the work of Kouzes and Posner (2005, 2006) in their leadership practice of 

enabling others to act by fostering collaboration and building trust. 
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Stepwise regression results provide a more detailed view about which dimensions 

of spiritual intelligence contribute to leadership effectiveness. The most significant 

contributor to leadership effectiveness was the observer ratings on the ISIS Joy subscale 

(part of the Grace domain). The items used to assess the CEO�s score on this ISIS 

subscale were �brings a feeling of joy to activities� and �seems to feel free, even when 

s/he has very few choices.� While these qualities seem to be intuitively desirable for 

leaders, no direct parallels were found in the leadership theory literature. Perhaps Kouzes 

and Posner�s (2005) notion of encouraging the heart by recognizing contributions, 

showing appreciation for individual excellence, and by celebrating values and victories is 

similar to the qualities included in the Joy subscale. Yet, much has been written and 

discussed in the popular business press about the importance of building a culture of fun, 

if not in the formal academic literature on leadership theories. In fact, as cited earlier, 

George (1995) found that greater positive mood was associated with greater effectiveness 

in sales managers. 

Several other observer ratings of ISIS subscales�Mindfulness (part of the 

Consciousness domain), Discernment (part of the Grace domain), and Egolessness (part 

of the Truth domain)�were significant in explaining leadership effectiveness. Items used 

to assess observer ratings of the ISIS Mindfulness subscale were �our CEO pauses 

several times to step back, observe, and re-assess the situation during meetings or 

conversations� and �looks for and tries to discover her/his blind spots.� Such qualities 

seem consistent with the work of Quinn (2000), who highlights the importance of inner 

transformation among leaders as requiring mindfulness and greater self-knowledge. 
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Trying to discover one�s blind spots is reminiscent of Senge�s (2006) emphasis on 

creating an environment that encourages continuous learning.   

Items used to assess observer ratings of the ISIS Discernment subscale were �our 

CEO acts in alignment with his/her values� and �has a hard time standing firm in her/his 

inner truth�what s/he knows inside to be true� (reverse-scored). Indeed, Kouzes and 

Posner�s (2005) leadership practice of Modeling the Way�developed by finding one�s 

voice and clarifying personal values, as well as by setting an example through aligning 

actions with values�seems closely related to the ISIS Discernment subscale. Similarly, 

the transformational leadership dimension of Idealized Influence (Avolio, Bass, & Jung, 

1999; Bass, 1990, 1997, 2001) also highlights the importance of leaders setting high 

behavior standards for emulation, requiring the leader to embody a strong set of values 

and integrity in their manifestation. Bennis (2007) also addressed the importance of 

acting in alignment with values as well as discernment as essential qualities of effective 

leadership. 

Items used to assess observer ratings of the ISIS Egolessness subscale were 

�being right is important to him/her� and �wants to be treated as special� (both reverse-

scored). Indeed, humility and egolessness are consistent with the notion of Level 5 

leaders (J. Collins, 2001) who combine humility with great resolve to achieve superior 

performance. Fry�s (2003, 2005) Spiritual Leadership Theory (SLT) also has emphasized 

the value of humility.  

What seemed surprising in the results was that the ISIS Meaning domain, 

including subscales for Purpose and Service, did not make a more significant contribution 

to explaining leadership effectiveness variance. This seems to contradict the widely 
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prevalent notion among many leadership theorists that one of the key tasks of leadership 

is mobilizing meaning (Bass, 1990, 1997, 2001; Bennis, 2000, 2001, 2007; Kouzes & 

Posner, 1992, 2005, 2006; Smircich & Morgan, 1982). Perhaps the items used to assess 

the ISIS Meaning Domain such as �sees advancing his/her career as the main reason to 

do a good job,� �works in service of the larger whole,� �works in alignment with his/her 

greater purpose,� and �derives meaning from the pain, suffering, and challenges in life� 

were not very relevant to assessing the meaning-making dimension of leadership in 

business settings. 

Potential Implications and Applications 

Given the statistically significant results and meaningful effect size from the 

contribution of emotional and spiritual intelligences to leadership effectiveness, it is 

interesting to contemplate how these results can be applied in practical business, and 

other organizational settings. For example, the emotional and spiritual intelligence 

instruments used in this study might be applied in leader selection, evaluation, and 

development. 

Despite the fact that this research used correlational methods, and hence no clear 

cause-and-effect conclusions can be drawn, assuming these results can be replicated with 

other populations, the strong statistical results suggest that EIS and ISIS may be used to 

help predict leadership effectiveness, and hence may be useful to select leaders based on 

those predictions. For example, organizations that are frequently engaged in leader 

selection processes can administer these instruments (e.g., TIPI, EIS, and ISIS) to 

prospective leaders, as self-report instruments, as well using input from subordinate 

(and/or potentially colleague) observers to help predict the likely effectiveness of such 



 

 

122

individuals. For example, a board of directors may consider using such assessments to 

assist in selecting among several CEO candidates, or given the choice of promoting one 

of several candidate managers, the company could administer these instruments to help 

predict which candidate is most likely to be a more effective leader. Such assessment 

may help in the selection process by more objectively calibrating the leaders, providing 

further input beyond looking at historical performance metrics, which may not be as 

directly comparable. For example, in evaluating which of two sales territory managers is 

a better fit for a promotion to a higher leadership position, simply looking at their relative 

sales performance records may not be sufficient in making the best decision, since their 

sales performance may be due to different economic climates in different regions. Their 

self-report and observer scores on the TIPI, EIS, and ISIS may be helpful in providing 

more normalized calibration on their EI and SI, and hence, in shedding some light on 

their likely leadership effectiveness. 

Similarly, these instruments can be used to provide greater insight and feedback 

in leader evaluations. Indeed, many companies already use 360-degree instruments to 

assess the effectiveness of leaders. TIPI, EIS, and ISIS, given their relatively short 

administration time and strong predictive validity, could be used in both in self-report, 

and more likely, observer ratings to pinpoint areas of relative strengths, as well as areas 

of potential improvement among leaders. More work would be required, however, to 

make certain that the instruments don�t suffer from any social desirability biases when 

used in these potential applications.  

Feedback using this data could be used in coaching and leadership development. 

Though no cause-and-effect relationship has been established between greater EI or SI 
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and leadership effectiveness, the strength of the statistical results, particularly the 

relationship between follower observations of EI and SI competencies and those and 

other followers� organizational commitment, morale, and satisfaction, suggests that 

developing EI and SI competencies among leaders will have a positive affect on these 

outcomes. Such increases in follower satisfaction, morale, and commitment are likely to 

lead to greater organizational performance (Fry, Vitucci, & Cedillo, 2005; Mowday, 

Steers, & Porter, 1979, 1982). 

For example, Barling, Weber, and Kelloway (1996) studied 9 treatment group 

leaders who were randomly selected to receive transformational leadership skills training 

as compared with 11 control group leaders. The results showed that the transformational 

skills training had a positive effect on subordinates� satisfaction and on some objective 

aspects of financial performance. Similarly, Luskin, Aberman, and DeLorenzo (2003) 

found that a 1 year long emotional competence training resulted in increased sales 

productivity among financial services advisors. The average productivity increase among 

the four groups receiving the training was 25%, compared to a corresponding increase of 

10% among comparable advisors who did not receive the training. Such results suggest 

that developing emotional intelligence competencies can result in tangible and 

measurable productivity gains. 

From a theoretical perspective, it is also interesting to contemplate if emotional 

and spiritual intelligences can be developed, and, if so, through what means and over 

what time frame such development could take place? With regards to EI, which has a 

longer research history, most researchers argue that it can be developed (Boyatzis, 2001; 

Dulewicz & Higgs, 2004; Goleman, 1998b, 2001; Kram & Cherniss, 2001; Saarni, 2000; 
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Watkin, 2000), but this perspective partially depends on what EI model is used. Whereas 

competencies such as impulse control or social skills would respond to quicker 

development, increasing ability-EI as intelligence would appear as a slower process 

(Mayer, Salovey, & Caruso, 2000). The literature review work of Cherniss and Adler 

(2002) done at the Consortium for Research on Emotional Intelligence in Organizations 

shows that EI competencies can be developed in adults using models of psychotherapy, 

training, and behavioral change. Parker (2000) discusses evidence for the effectiveness of 

psychotherapeutic approaches for developing EI. For example, psychotherapy has been 

shown as effective for the treatment of Alexithymia, a clinical condition related to poor 

EI, defined as difficulty identifying feelings, and distinguishing between feelings and 

bodily sensations, or verbalizing them. 

Mayer, Salovey, and Caruso (2000) take issue with the claim by trait-EI theorists 

that EI can be relatively quickly developed. They reason that trait-EI measures mostly 

personality traits that have genetic and early-learning contributions, which are relatively 

stable. EI as mental ability, they also maintain, would be hard to modify or learn in a 

short development course as most forms of intelligence are relatively stable and change 

only gradually. Yet, ability-EI has been reported to increase with age into the 50s, 

suggesting at least a slow development in adulthood (Mayer et al., 2004).  

Similarly, Amram and Dryer (2008) have found that spiritual intelligence tended 

to increase with age. Other researchers have found that learning a spiritual practice, such 

as meditation in business settings, appears to improve employee health, well-being, job 

satisfaction, efficiency, and productivity at the individual level (Schmidt-Wilk, 

Alexander, & Swanson, 1996). These results, in turn, seem to improve organizational 
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climate, reduce absenteeism, and improve financial performance. Meditation practice 

seems to also increase emotional and spiritual intelligence related abilities, such as 

increased empathy, improved interpersonal functioning, increased concentration and 

attention, increased creativity, and enhanced positive affect (Shapiro, Schwartz, & 

Bonner, 1998; Shapiro, Schwartz, & Santerre, 2002).  

These increases in abilities related to spiritual intelligence (e.g., empathy, 

attention, and creativity) from spiritual practice such as meditation, suggest that spiritual 

intelligence can be developed. Such meditation practices may indeed even alter the brain, 

as suggested by research on the neuro-plasticity of the brain (Lazar et al., 2005; Lutz, 

Greischar, Rawlings, Ricard, & Davidson, 2004). Furthermore, many scholars and 

theoreticians view spiritual maturity from a developmental perspective in the first place 

(Wilber, 1999). 

In summary, both theoretical considerations and empirical research suggest that 

EI and SI can be developed, and in turn, their development may result in improved 

leadership effectiveness and organizational performance. Indeed, as part of the benefits to 

CEO participants in this study, this researcher provided detailed feedback and coaching 

to participating CEO leaders based on the results of the assessments used in this study. Of 

the 20 CEOs who received such coaching as of this writing, all of the CEOs who 

participated in such coaching sessions to date, have indicated that they found the 

feedback and coaching process highly valuable. It helped them identify areas in which 

they received positive feedback on their effectiveness with direct reports, which they can 

continue to reinforce and build on. Conversely, they also reported that identifying the 



 

 

126

potential areas of improvements in developing EI and SI competencies was helpful in 

thinking about how they could improve their leadership in the future. 

Limitations 

Despite the statistical significance and strong effect size in the relationships 

between emotional and spiritual intelligences and leadership effectiveness, it is important 

to note that this study used correlational methods and hence no clear cause-and-effect 

conclusions can be drawn from the results. Another limitation of this study is the fact that 

the ISIS measure used to assess spiritual intelligence is still relatively new with limited 

reliability and validity studies conducted (Amram & Dryer, 2008). Similarly, EIS (Wong 

& Law, 2002) used to assess emotional intelligence was chosen for its brevity and is not 

among the most widely used measures of EI which are much longer than this instrument 

and may assess abilities outside the scope of core EI constructs. Additionally, the 

relatively short 10-item personality inventory (TIPI) (Gosling, Rentfow, & Swann, 2003) 

was also chosen due to its brevity, rather than a longer and more reliable measure of 

personality such as the 60-item short form of the Costa and McCrae (1992) NEO 

personality inventory. 

Furthermore, TIPI, ISIS, and EIS are all originally designed as self-report 

measures, which limit their validity as they are susceptible to manipulation based on 

perceived desirability (Lopez & Snyder, 2003). However, the fact that the ISIS self-report 

score seemed to predict leadership effectiveness as rated by the observer staff seems to 

counter this self-report limitation and provides cross-method validation for the 

contribution of SI to leadership effectiveness. The social desirability problem of relying 

solely on self-report instruments was also minimized by using the observer ratings to 
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supplement the self-report. However, since these observers also assessed the leadership 

effectiveness outcomes, a common method problem was introduced in the observer-rated 

analysis.  

However, using the out-of-sample observer ratings of EI and SI showed that EI 

and SI predict leadership effectiveness when using out-of-sample observers and 

minimizes the common method bias problem. Likewise, the latter concern is also 

minimized because the correlations involving the combined out-of-sample observer 

ratings with self-report ratings with leadership effectiveness were also significant. 

Another limitation of this study is that no effort was made to control for the effect 

of other established forms of intelligence, such as IQ, and its possible contribution to 

leadership effectiveness. Due to practical considerations, an additional limitation of this 

research is the relatively modest sample size (42 CEOs and 210 members of their staff). 

Because of the �convenience� sampling process, they may or may not be representative 

of CEOs in general. In addition, the diversity of the backgrounds of these CEOs was not 

very great. Larger sample sizes, including more robust samples of different demographic 

groups, would be desirable in future studies looking at these issues of emotional and 

spiritual intelligence, and especially the moderating effects of demographic and 

personality variables. It would be inappropriate to generalize too far from these particular 

findings to other contexts given the limited geographical and industry score of the sample 

population. It is also hard to generalize the contribution of EI and SI to leadership in 

general, as the study sample was limited to the leadership effectiveness of CEOs. It 

remains to be seen if EI and SI contribute in the same way to leadership effectiveness at 
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different levels in the organization, such as production line supervisors, or other 

leadership contexts.  

Furthermore, while the data on leadership effectiveness was independent of the 

leader�s self-report, there is no objective information which validates the true 

effectiveness of the CEO in terms of company financial performance as opposed to how 

positively their constituents feel about their CEO�s and company attachments. Finally, 

little information is known about the characteristics of the CEO staff in general, and, in 

particular, how biased the distribution of responses from them, based upon their selection 

by the CEO, may have been.  

Future Research 

To further investigate the contribution of emotional and spiritual intelligences to 

leadership effectiveness, researchers in the future would do well to replicate these 

findings with larger and more diverse demographic and corporate sample populations. 

For example, this study looked at the contribution of EI and SI to leadership effectiveness 

among CEOs of companies within a relatively narrow geographic and company size 

range. Future studies are needed to replicate these findings, for example, with companies 

outside of the United States, different size companies, and with leaders at different levels 

in their organization (i.e., not all at the CEO level). Similarly, it would be interesting to 

explore if there is a similar contribution from EI and SI to leadership in nonprofit, 

military, education, or other organizational contexts. Also interesting would be 

investigations of whether such variables as age, gender, function, education, length of 

service, or ethnic differences would moderate the results if more powerful statistical tests 

could be run among different demographic cells. 
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In order to overcome the limitations of some of the brief self-report assessments, 

future research can use longer or different measures to assess EI, SI, or personality. In 

addition, future research can control for other established constructs, such as IQ. 

Furthermore, by using performance and ability instruments to measure emotional 

intelligence, such as the Mayer, Salovey, and Caruso Emotional Intelligence Test 

(MSCEIT) (Mayer, Salovey, Caruso, & Sitarenios, 2003), it would be interesting to 

explore how those measures of EI may explain leadership effectiveness compared to self-

report and observer rating instruments of EI, such as the EIS. Unfortunately, no 

performance ability measure of spiritual intelligence exists and it is hard to envision how 

such an instrument can be constructed independent of observer ratings.  

Given the surprisingly low contribution of the ISIS Meaning domain scale to 

leadership effectiveness, future scholars may try to construct alternative measures 

relating to the meaning-making function of leadership. Perhaps such alternate scales can 

provide more explanatory power regarding leadership effectiveness. 

Finally, to overcome the limitations of a correlational statistical approach, future 

studies might consider using an experimental design in which a group of leaders 

(treatment group) will receive training and coaching to enhance and develop their 

emotional and spiritual intelligence competencies, and over time, can be compared in 

their leadership effectiveness to a control group of leaders. A related set of research 

questions is how, and if, emotional and spiritual intelligence competencies might be 

developed through such methods as training, coaching, and therapy, as well as 

contemplative and spiritual practices such as meditation. Further experimental research 
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using a variety of clinical and training interventions is required in order to evaluate how 

EI and SI can be developed and over what time frames. 

Summary and Conclusions 

In summary, results from this study suggest that emotional and spiritual 

intelligences contribute to business leadership effectiveness. EI and SI explain an 

incremental and meaningful portion of the variance in leadership performance, and their 

contribution is more meaningful than having information about various demographic, 

company environment, and personality variables of leaders. Self-reported SI explained 

leadership effectiveness as reported by the staff observers. Such cross-method validity, 

even after controlling for established constructs such as personality and EI, strongly 

supports the contribution of SI to making leaders effective. Similarly, out-of-sample 

observer measures of EI and SI also predicted leadership effectiveness. Again, such 

cross-method predictive validity demonstrates the robustness and utility of the SI and EI 

constructs for their contribution to understanding leadership effectiveness.  

Moreover, solely relying on self-report measures of EI and SI may not be as 

reliable in explaining leadership effectiveness as a combination of self-report and/or 

observer ratings of such constructs. Additional studies are required to refine, replicate, 

and expand these findings with other populations, and to further validate the importance 

to leadership effectiveness of emotional and spiritual intelligences. More experience and 

experimentation are also required to learn how to best apply these findings in pragmatic, 

real world applications for leader selection, evaluation, and development. 



 

 

131

References 

Abraham, R. (1999). Emotional intelligence in organizations: A conceptualization. 
Genetic, Social and General Psychology Monographs, 125(2), 209-224.  

 
Agor, W. (1986). The logic of intuition: How executives make important decisions. 

Organizational Dynamics, 14(3), 5-18. 
 
Agor, W. (1989). Intuitive ability of executives: Findings from field research. In W. Agor 

(Ed.), Intuition in organizations: Leading and managing productively (pp. 145-
156). Newbury Park, CA: Sage. 

 
Alexander, C., Swanson, G., Rainforth, M., Carlisle, T., Todd, C., & Oates, R. (1993). 

Effects of the transcendental meditation program on stress reduction, health, and 
employee development: A prospective study in two occupational settings. 
Anxiety, Stress & Coping: An International Journal, 6(3), 24-262. 

 
Allen, N., & Meyer, J. (1990). The measurement of affective, continuance and normative 

commitment. Journal of Occupational Psychology, 63, 1-18. 
 
Amram, Y. (2007). The seven dimensions of spiritual intelligence: An ecumenical 

grounded theory. Paper presented at the 115th Annual (August 2007) Conference 
of the American Psychological Association, San Francisco, CA. Retrieved 
December 15, 2007, from http://www.yosiamram.net/papers 

 
Amram, Y., & Dryer, C. (2008). The Integrated Spiritual Intelligence Scale (ISIS): 

Development and preliminary validation. Paper presented at the 116th Annual 
(August 2008) Conference of the American Psychological Association, Boston, 
MA. Retrieved September 17, 2008, from http://www.yosiamram.net/papers 

 
Andersen, J. (2000). Intuition in managers: Are intuitive managers more effective? 

Journal of Managerial Psychology, 15(1), 46-67.  
 
Antonakis, J. (2003). Why �emotional intelligence� does not predict leadership 

effectiveness: A comment on Prati, Douglas, Ferris, Ammeter, and Buckley 
(2003). International Journal of Organizational Analysis, 11(4), 355-361.  

 
Ashforth, B., & Humphrey, R. (1995). Emotion in the workplace: A reappraisal. Human 

Relations, 48(2), 97-125.  
 
Ashkanasy, N., & Tse, B. (2000). Transformational leadership as management of 

emotion: A conceptual review. In N. Ashkanasy (Ed.), Emotions in the 
workplace: Research, theory, and practice (pp. 221-235). Westport, CT: Quorum.  

 
Ashmos, D., & Duchon, D. (2000). Spirituality at work: A conceptualization and 

measure. Journal of Management Inquiry, 9(2), 134-145. 



 

 

132

 
Avolio, B., Bass, B., & Jung, D. (1999). Re-examining the components of 

transformational and transactional leadership using the Multifactor Leadership 
Questionnaire. Journal of Occupational and Organizational Psychology, 72, 441-
462. 

 
Avolio, B., Gardner, W., Walumbwa, F., Luthans, F., & May, D. (2004). Unlocking the 

mask: A look at the process by which authentic leaders impact follower attitudes 
and behaviors. Leadership Quarterly, 15(6), 801-823. 

 
Baddeley, A. (1968). A 3-minute reasoning test based on grammatical transformation. 

Psychometric Science, 10(10), 341-342. 
 
Bahn, C. (1979). Can intelligence tests predict executive competency? Personnel, 56(4), 

52-58. 
 
Barchard, K. (2003). Does emotional intelligence assist in the prediction of academic 

success? Educational and Psychological Measurement, 63(5), 840-858. 
 
Barchard, K., & Hakstian, R. (2004). The nature and measurement of emotional 

intelligence abilities: Basic dimensions and their relationships with other 
cognitive ability and personality variables. Educational and Psychological 
Measurement, 64(3), 437-462. 
 

Barling, J., Weber, T., & Kelloway, E. (1996). Effects of transformational leadership 
training on attitudinal and financial outcomes: A field experiment. Journal of 
Applied Psychology, 81, 827-832. 

 
Bar-On, R. (1988). The development of a concept of psychological well-being. 

Unpublished doctoral dissertation, Rhodes University, Grahamstown, South 
Africa. 

 
Bar-On, R. (2000). Emotional and social intelligence: Insights from the Emotional 

Quotient Inventory. In R. Bar-On & J. Parker (Eds.), The handbook of emotional 
intelligence: Theory, development, assessment and applications at home, school, 
and in the workplace (pp. 363-388). San Francisco, CA: Jossey-Bass. 

 
Barrick, M., & Mount, M. (1991). The big five personality dimensions and job 

performance: A meta-analysis. Personnel Psychology, 44(1), 1-5. 
 
Bass, B. (1990). From transactional to transformational leadership: Learning to share the 

vision. Organizational Dynamics, 18(3), 19-31. 
 
Bass, B. (1997). Does the transactional-transformational leadership paradigm transcend 

organizational and national boundaries? American Psychologist, 52(2), 130-139. 
 



 

 

133

Bass, B. (2001). Cognitive, social and emotional intelligence of transformational leaders. 
In R. Riggio, S. Murphy, & F. Pirozzolo (Eds.), Multiple intelligences and 
leadership (pp. 105-118). Mahwah, NJ: Lawrence Erlbaum. 

 
Bass, B., & Steidlmeier, P. (1999). Ethics, character, and authentic transformational 

leadership behavior. Leadership Quarterly, 10(2), 181-217. 
 
Beazley, H. (1998). Meaning and measurement of spirituality in organizational settings: 

Development of a spirituality assessment scale. Unpublished doctoral dissertation, 
George Washington University, Washington, DC. 

 
Bennis, W. (2000). Managing the dream: Reflections on leadership and change. 

Cambridge, MA: Perseus. 
 
Bennis, W. (2001). Foreword. In C. Cherniss & D. Goleman (Eds.), The emotionally 

intelligent workplace: How to select for, measure, and improve emotional 
intelligence in individuals, groups, and organizations (pp. xv-xvii). San 
Francisco, CA: Jossey-Bass.  

 
Bennis, W. (2007). Challenges of leadership in the modern world. American 

Psychologist, 62(1), 2-5. 
 
Borger, R. H. (2007). Spiritual leadership among community college leaders: The next 

evolution of transformational leadership. Unpublished doctoral dissertation, 
Arizona State University, Tempe. 

 
Boyatzis, R. (2001). How and why individuals are able to develop emotional intelligence.  

In C. Cherniss & D. Goleman (Eds.), The emotionally intelligent workplace: how 
to select for, measure, and improve emotional intelligence in individuals, groups, 
and organizations (pp. 234-253). San Francisco, CA: Jossey-Bass. 

 
Boyatzis, R., Goleman, D., & Rhee, K. (2000). Clustering competence in emotional 

intelligence: Insights from the Emotional Competence Inventory. In R. Bar-On & 
J. Parker (Eds.), The handbook of emotional intelligence: Theory, development, 
assessment and applications at home, school, and in the workplace (pp. 343-362). 
San Francisco, CA: Jossey-Bass. 

 
Brown, R. (2003). Organizational spirituality: The skeptic version. Organization, 10(2), 

393-400.  
 
Buber, M. (1958). I and Thou. New York: Scribner & Sons. 
 
Burns, J. M. (1982). Leadership. New York: Harper. 
 
Burns, J. M. (2003). Transforming leadership. New York: Grove. 
 



 

 

134

Caruso, D., Mayer, J., & Salovey, P. (2001). Emotional intelligence and emotional 
leadership. In R. Riggio, S. Murphy, & F. Pirozzolo (Eds.), Multiple intelligences 
and leadership (pp. 55-74). Mahwah, NJ: Lawrence Erlbaum.  

 
Cascio, W. (1995). Whither industrial and organizational psychology in a changing world 

of work. American Psychologist, 50(11), 928-939. 
 
Cavanagh, G. (1999). Spirituality for managers: Context and critique. Journal of 

Organizational Change Management, 12(3), 186-199. 
 
Chermers, M. (2001). Efficacy and effectiveness: Integrating models of intelligence and 

leadership. In R. Riggio, S. Murphy, & F. Pirozzolo (Eds.), Multiple intelligences 
and leadership (pp. 139-160). Mahwah, NJ: Lawrence Erlbaum. 

 
Cherniss, C. (2000). Social and emotional competence in the workplace. In R. Bar-On & 

J. Parker (Eds.), The handbook of emotional intelligence: Theory, development, 
assessment and applications at home, school, and in the workplace (pp. 433-458). 
San Francisco, CA: Jossey-Bass. 

 
Cherniss, C. (2001). Emotional intelligence and organizational effectiveness. In C. 

Cherniss & D. Goleman (Eds.), The emotionally intelligent workplace: How to 
select for, measure, and improve emotional intelligence in individuals, groups, 
and organizations (pp. 3-12). San Francisco, CA: Jossey-Bass.  

 
Cherniss, C., & Adler, M. (2002). Promoting emotional intelligence in organizations. San 

Francisco, CA: Jossey-Bass. 
 
Church, A. (1997). Managerial self-awareness in high-performing individuals in 

organizations. Journal of Applied Psychology, 82(2), 281-292. 
 
Collins, J. (2001). Level 5 leadership: The triumph of humility and fierce resolve. 

Harvard Business Review, 79(1), 66-76. 
 
Collins, V. L. (2001). Emotional intelligence and leadership success Unpublished 

doctoral dissertation, University of Nebraska, Lincoln. 
 
Cooper, R., & Sawaf, A. (1997). Executive EQ: Emotional intelligence in leadership and 

organizations. New York: Perigee. 
 
Costa, P., & McCrae, R. (1992). Normal personality assessment in clinical practice: The 

NEO personality inventory. Psychological Assessment, 4(1), 5-13. 
 
Covey, S. (1990). Principle-centered leadership. New York: Simon & Schuster. 
 
Covey, S. (2004). The 8th habit: From effectiveness to greatness. New York: Simon & 

Schuster.  



 

 

135

 
Cranson, R., Orme-Johnson, D., Gackenbach, J., & Dillbeck, M. (1991). Transcendental 

meditation and improved performance on intelligence-related measures: A 
longitudinal study. Personality & Individual Differences, 12(10), 1105-1116. 

 
Creighton, T. (1999). Spirituality and principalship: Leadership for the new millennium. 

International Electronic Journal for Leadership in Learning, 3(11), Retrieved 
November 19, 2006, from http://www.ucalgary.ca/~iejll/volume3/creighton.html. 

 
Creswell, J. (2003). Research design: Qualitative, quantitative, and mixed methods 

approaches. Thousand Oaks, CA: Sage. 
 

Davidson, R., Kabat-Zinn, J., Schumacher, J., Rosenkranz, M., Muller, D., Santorelli, S., 
Urbanowski, F., Harrington, A., Bonus, K., & Sheridan, J. (2003). Alterations in 
brain and immune function produced by mindfulness meditation. Psychosomatic 
Medicine, 65(4), 564-570. 

 
Davies, M., Stankov, L., & Roberts, R. (1998). Emotional intelligence: In search of an 

illusive construct. Journal of Personality and Social Psychology, 75(4), 989-1015. 
 
Dean, D., & Mihalasky, J. (1974). Testing for executive ESP. Psychic, 6(1), 21-25. 
 
Delaney, M. (2002). The emergent construct of spiritual intelligence: The synergy of 

science and spirit. Unpublished doctoral dissertation, Arizona State University, 
Tempe. 

 
Delbecq, A. (2000). Spirituality for business leadership: Reporting on a pilot course for 

MBAs and CEOs. Journal of Management Inquiry, 9(2), 117-128. 
 
Dent, E., Higgins, E., & Wharff, D. (2005). Spirituality and leadership: An empirical 

review of definitions, and embedded assumptions. Leadership Quarterly, 16, 625-
653. 

 
Deslauriers, D. (2000). Dreamwork in the light of emotional and spiritual intelligence, 

Advanced Development, 9, 105-122. 
 

Deutsch, G., & Springer, S. (1997). Left brain, right brain: Perspectives from cognitive 
neuroscience. New York: Worth. 
 

Duchon, D., & Plowman, D. (2005). Nurturing the spirit at work: Impact on work unit 
performance. Leadership Quarterly, 16(5), 807-833. 

 
Dukerich, J., Nichols, M., Elm, D., & Vollrath, D. (1990). Moral reasoning in groups: 

Leaders make a difference. Human Relations, 43(5), 473-493. 
 



 

 

136

Dulewicz, V., & Higgs, M. (2000). Emotional intelligence: A review and evaluation 
study. Journal of Managerial Psychology, 15(4), 341-372. 

 
Dulewicz, V., & Higgs, M. (2003). Leadership at the top: The need for emotional 

intelligence in organizations. International Journal of Organizational Analysis, 
11(3), 193-210. 

 
Dulewicz, V., & Higgs, M. (2004). Can emotional intelligence be developed? 

International Journal of Human Resource Management, 15(1), 95-111. 
 
Elkins, D., Hedstrom, J., Hughes, L., Leaf, A., & Saunders, C. (1988). Toward a 

humanistic-phenomenological spirituality. Journal of Humanistic Psychology, 
28(4), 5-18.    

 
Ellison, C. (1983). Spiritual well-being: Conceptualization and measurement. Journal of 

Psychology and Theology, 11(4), 330-340.  
 
Elmer, L., MacDonald, D., & Friedman, H. (2003). Transpersonal psychology, physical 

health, and mental health: Theory, research and practice. Humanistic 
Psychologist, 31, 159-181. 

 
Emmons, R. (1999). The psychology of ultimate concerns: Motivation and spirituality in 

personality. New York: Guilford. 
 
Emmons, R. (2000a). Is spirituality an intelligence? Motivation, cognition and the 

psychology of the ultimate concern. International Journal for the Psychology of 
Religion, 10(1), 3-26. 

 
Emmons, R. (2000b). Spirituality and intelligence: Problems and prospects. International 

Journal for the Psychology of Religion, 10(1), 57-64. 
 
Fairholm, G. (1996). Spiritual leadership: Fulfilling whole-self needs at work. Leadership 

& Organizational Development Journal, 17(5), 11-17.  
 
Feyerhem, A., & Rice, C. (2002). Emotional intelligence and team performance: The 

good, the bad and the ugly. International Journal of Organizational Analysis, 
10(4), 343-362. 

 
Fiedler, F. (2001). Emotional intelligence and emotional leadership. In R. Riggio, S. 

Murphy, & F. Pirozzolo (Eds.), Multiple intelligences and leadership (pp. 91-
104). Mahwah, NJ: Lawrence Erlbaum.  

 
Friedman, H., & MacDonald, D. (2002). Using transpersonal tests in humanistic 

psychological assessment. Humanistic Psychologist, 30(3), 223-236.  
 



 

 

137

Fry, L. (2003). Toward a theory of spiritual leadership. Leadership Quarterly, 14, 693-
727. 

 
Fry, L. (2005). Toward a theory of ethical and spiritual well-being, and corporate social 

responsibility though spiritual leadership. In R. Giacalone, C. Jurkiewicz, & C. 
Dunn (Eds.), Positive psychology in business ethics and corporate responsibility 
(pp. 47-83). Greenwich, CT: Information Age. 

 
Fry, L., Vitucci, S., & Cedillo, M. (2005). Spiritual leadership and army transformation: 

Theory, measurement, and establishing a baseline. Leadership Quarterly, 16, 835-
862. 

 
Furnham, A., & Petrides, K. (2003). Trait emotional intelligence and happiness. Social 

Behavior and Personality, 31(8), 815-823. 
 

Gallese, V. (2003). The roots of empathy: The shared manifold hypothesis and the neural 
basis of intersubjectivity. Psychopathology, 36, 171-180. 

 
Gallese, V. (2005). Being like me: Self-other identity, mirror neurons, and empathy. In S. 

Hurley & N. Chater (Eds.), Perspectives on imitations: From neuroscience to 
social science: Vol. 1: Mechanisms of imitation and limitation in animals (pp. 
101-118). Cambridge, MA: MIT Press. 

 
Gardner, H. (1983). Frames of mind: The theory of multiple intelligences. New York: 

HarperCollins. 
 
Gardner, H. (1995). Leading minds: An anatomy of leadership. New York: 

HarperCollins. 
 

Gardner, H. (1999). Intelligence reframed. New York: Basic Books. 
 
Gardner, H. (2000). A case against spiritual intelligence. International Journal for the 

Psychology of Religion, 10(1), 27-34. 
 
George, J. (1995). Leader positive mood and group performance: The case of customer 

service. Journal of Applied Social Psychology, 25(9), 778-794. 
 
George, L., Larson, D., Koening, H., & McCullough, M. (2000). Spirituality and health: 

What we know, what we need to know. Journal of Social & Clinical Psychology, 
19(1), 102-116. 

 
Giacalone, R., & Jurkiewicz, C. (2003). Toward a science of workplace spirituality. In R. 

Giacalone & C. Jurkiewicz (Eds.), The handbook of workplace spirituality and 
organizational performance (pp. 3-28). Armonk, NY: Sharpe. 

 



 

 

138

Glaser, B. (1992). The basics of grounded theory analysis: Emergence vs. forcing. Mill 
Valley, CA: Sociology Press. 
 

Glaser, B., & Strauss, A. (1967). The discovery of grounded theory: Strategies for 
qualitative research. Chicago: Aldine. 

 
Goleman, D. (1995). Emotional intelligence: Why it can matter more than IQ. New York: 

Bantam. 
 
Goleman, D. (1998a). What makes a leader? Harvard Business Review, 1, 93-104. 
 
Goleman, D. (1998b). Working with emotional intelligence. New York: Bantam. 
 
Goleman, D. (2001). An EI-based theory of performance. In C. Cherniss & D. Goleman 

(Eds.), The emotionally intelligent workplace: How to select for, measure, and 
improve emotional intelligence in individuals, groups, and organizations (pp. 27-
44). San Francisco, CA: Jossey-Bass.  

 
Goleman, D. (2006).  Social Intelligence: The New Science of Human Relationships.  

New York: Bantam. 
 
Goleman, D., Boyatzis, R., & McKee, A. (2002). Primal leadership: Realizing the power 

of emotional intelligence. Boston, MA: Harvard Business School Press.  
 
Goodwin, J. (2005). Research in psychology: Methods and design. Hoboken, NJ: Wiley. 
 
Goshal, S., Bartlett, C., & Moran, P. (1999).  A new manifesto for management. Sloan 

Management Review, 40(3), 9-20. 
 
Gosling, S., Rentfrow, P., & Swann, W. (2003). A very brief measure of the Big-Five 

personality domains. Journal of Research in Personality, 37(2003), 504-528. 
 
Gowing, M. (2001). Measurement of individual emotional competence. In C. Cherniss & 

D. Goleman (Eds.), The emotionally intelligent workplace: How to select for, 
measure, and improve emotional intelligence in individuals, groups, and 
organizations (pp. 83-131). San Francisco, CA: Jossey-Bass.  

 
Grant, D., O�Neil, K., & Stephens, L. (2004). Spirituality in the workplace: New 

empirical directions in the study of the sacred. Sociology of Religion, 65(3), 265-
283. 

 
Greenleaf, R. (2002). Servant leadership: A journey into the nature of legitimate power 

and greatness. Mahwah, NJ: Paulist. 
 



 

 

139

Halama, P., & Strizenec, M. (2004). Spiritual, existential or both? Theoretical 
considerations on the nature of �higher intelligences.� Studia Psychologica, 46(3), 
239-253. 
 

Hamer, D. (2004). The God gene. New York: Anchor Books. 
 
Hartsfield, M. (2003). The spirit of transformational leadership: Emotions or cognition? 

Paper presented at the annual (2003) conference of Christian Business Faculty 
Association, Virginia Beach, VA. 

 
Hedlund, J., & Sternberg, R. (2000). Too many intelligences? Integrating social, 

emotional, and practical intelligence. In R. Bar-On & J. Parker (Eds.), The 
handbook of emotional intelligence: Theory, development, assessment and 
applications at home, school, and in the workplace (pp. 136-167). San Francisco, 
CA: Jossey-Bass.  
 

Herrmann, N. (1981). The creative brain. Training and Development Journal, 35(10), 10-
16. 

 
Higgs, M. (2001). Is there a relationship between the Myers-Briggs type indicator and 

emotional intelligence? Journal of Managerial Psychology, 16(7), 509-533.  
 
Higgs, M., & Aitken, P. (2003). An exploration of the relationship between emotional 

intelligence and leadership potential. Journal of Managerial Psychology, 18(8), 
814-823. 

 
Higgs, M., & Rowland, D. (2002). Does it need emotional intelligence to lead change? 

Journal of General Management, 27(3), 62-76. 
 
Hogan, R., Curphy, G., & Hogan, J. (1994). What we know about leadership: 

Effectiveness and personality. American Psychologist, 49(6), 493-504. 
 
Hogan, R., Raskin, R., & Fazzini, D. (1990). The dark side of charisma. In K. E. Clark & 

M. B. Clark (Eds.), Measures of leadership (pp. 343-354). West Orange, NJ: 
Leadership Library of America. 

 
Houston, P., & Sokolow, S. (2006). The spiritual dimension of leadership: 8 key 

principles to leading more effectively. Thousand Oaks, CA: Corwin Press.  
 
Isenberg, D. (1984). How senior managers think. Harvard Business Review, 62(6), 80-90. 
 
Jacobsen, S. (1994). Spirituality and transformational leadership in secular settings: A 

Delphi study. Unpublished doctoral dissertation, Seattle University, Seattle, WA.  
 



 

 

140

Jurkiewicz, C., & Giacalone, R. (2004). A values framework for measuring the impact of 
workplace spirituality on organizational performance. Journal of Business Ethics, 
49(2), 129-142. 

 
Kass, J., Friedman, R., Leserman, J., Zuttermeister, P., & Benson, H. (1991). Health 

outcomes and new index of spiritual experience. Journal for the Scientific Study 
of Religion, 30(2), 203-211. 

 
Kember, P. (1985). The transcendental meditation technique and postgraduate academic 

performance. British Journal of Educational Psychology, 55(2), 164-166. 
 

Kirk, K., Eaves, L., & Martin, N. (1999). Self-transcendence as a measure of spirituality 
in a sample of older Australian twins. Twin Research, 2, 81-87. 

 
Koestenbaum, P. (2002). Leadership: The inner side of greatness. San Francisco, CA: 

Jossey-Bass. 
 
Kouzes, J., & Posner, B. (1992). Ethical leaders: An essay about being in love. Journal of 

Business Ethics, 11, 479-484. 
 
Kouzes, J., & Posner, B. (2005). The leadership challenge. San Francisco, CA: Jossey-

Bass. 
 
Kouzes, J., & Posner, B. (2006). When leaders are coaches. In M. Goldsmith & L. Lyons 

(Eds.), Coaching for leadership: The practice of leadership coaching from the 
worlds� best coaches (pp. 136-144). San Diego, CA: Pfeiffer. 

 
Kram, K., & Cherniss, C. (2001). Developing emotional intelligence through 

relationships at work. In C. Cherniss & D. Goleman (Eds.), The emotionally 
intelligent workplace: How to select for, measure, and improve emotional 
intelligence in individuals, groups, and organizations (pp. 234-253). San 
Francisco, CA: Jossey-Bass. 

 
LaBarre, P. (2000). Do we have the will to lead. Fast Company, 32, 222-228.  
 
Lam, L., & Kirby, S. (2002). Is emotional intelligence an advantage? An exploration of 

the impact of emotional and general intelligence on individual performance. 
Journal of Social Psychology, 142(1), 133-143.  

 
Lazar, S., Kerr, C., Wasserman, R., Gary, J., Greve, D., Treadway, M., McGarvey, M., 

Quinn, B., Dusek, J., Benson, H., Rauch, S., Moore, C., Fischl, B. (2005). 
Meditation experience is associated with increased cortical thickness. 
Neuroreport, 16(17), 1893-1897. 

 
 



 

 

141

Lee, D., Sirgy, J., Efraty, D., & Siegel, P. (2003). A study of quality of work life, spiritual 
well-being, and life satisfaction. In R. Giacalone & C. Jurkiewicz (Eds.), The 
handbook of workplace spirituality and organizational performance (pp. 209-
230). Armonk, NY: Sharpe. 

 
Lee, P. (2006). Cognition and affect in leader behavior: The effects of spirituality, 

psychological empowerment, and emotional intelligence on the motivation to 
lead. Unpublished doctoral dissertation, Regent University, Virginia Beach, VA.  

 
Levin, M. (2000). Spiritual intelligence: Awakening the power of your spirituality and 

intuition. London: Hodder & Stoughton. 
 
Loehr, J., & Schwartz, T. (2001). The making of a corporate athlete. Harvard Business 

Review, January, 120-128. 
 
Lopez, S., & Snyder, C. (2003). Positive psychological assessment: A handbook of 

models and measures. Washington, DC: American Psychological Association.  
 
Lowe, K., Kroeck, G., & Sivasubramaniam, N. (1996). Effectiveness correlates of 

transformational and transactional leadership: A meta-analytic review of the MLQ 
literature. Leadership Quarterly, 7(3), 385-425. 
 

Luskin, F., Aberman, R., & DeLorenzo, A. (2003). The training of emotional competence 
in financial advisors. Issues and Recent Developments in Emotional Intelligence, 
1(3), Retrieved October 10, 2007, from http://www.eiconsortium.org 

 
Lutz, A., Greischar, L., Rawlings, N., Ricard, M., & Davidson, R. (2004). Long-term 

meditators self-induce high-amplitude gamma synchrony during mental practice. 
Proceedings of the National Academy of Sciences of the United States of America, 
101, 16369-16373. 

 
MacCann, C., Matthews, G., Zeidner, M., & Roberts, R. (2003). Psychological 

assessment of emotional intelligence: A review of self-report and performance-
based testing. International Journal of Organizational Analysis, 11(3), 247-274. 

 
MacDonald, D., & Friedman, H. (2002). Assessment of humanistic, transpersonal and 

spiritual constructs: State of the science. Journal of Humanistic Psychology, 
42(4), 102-125. 
 

Mandell, B., & Pherwani, S. (2003). Relationship between emotional intelligence and 
transformational leadership style: A gender comparison. Journal of Business 
Psychology, 17(3), 387-404. 

 
Mayer, J. (2000). Spiritual intelligence or spiritual consciousness. International Journal 

for the Psychology of Religion, 10(1), 47-56. 
 



 

 

142

Mayer, J., & Salovey, P. (1993). The intelligence of emotional intelligence. Intelligence, 
17(4), 433-442. 

 
Mayer, J., Salovey, P., & Caruso, D. (2000). Emotional intelligence as zeitgeist, as 

personality, and as mental ability. In R. Bar-On & J. Parker (Eds.), The handbook 
of emotional intelligence: Theory, development, assessment and applications at 
home, school, and in the workplace (pp. 92-117). San Francisco, CA: Jossey-
Bass. 

 
Mayer, J., Salovey, P., & Caruso, D. (2004). Emotional intelligence: Theory, findings, 

and implications. Psychological Inquiry, 15(3), 197-215.  
 
Mayer, J., Salovey, P., Caruso, D., & Sitarenios, G. (2003). Measuring emotional 

intelligence with MSCEIT V2.0. Emotion, 3(1), 97-105.  
 
McCormick, D. (1994). Spirituality and management. Journal of Managerial Psychology, 

9(6), 5-9. 
 
McCrae, R. (2000). Emotional intelligence from the perspective of the five-factor model 

of personality. In R. Bar-On & J. Parker (Eds.), The handbook of emotional 
intelligence: Theory, development, assessment and applications at home, school, 
and in the workplace (pp. 263-276). San Francisco, CA: Jossey-Bass. 

 
Meyer, J., Allen, N., & Smith, C. (1990). Commitment to organizations and occupations: 

Extension and test of a three-component conceptualization. Journal of Applied 
Psychology, 78(4), 538-551. 

 
Mihalasky, J. (1975). ESP in decision making. Management Review, 64(4), 32-37. 
 
Milliman, J., Czaplewski, A., & Ferguson, J. (2003). Workplace spirituality and 

employee work attitudes. Journal of Organizational Change Management, 16(4), 
426-447. 

 
Mitrof, I., & Denton, E. (1999, summer). A study of spirituality in the workplace. Sloan 

Management Review, 40(4), 83-92. 
 
Mount, M., Barrick, M., & Strauss, P. (1994). Validity of observer ratings of the big five 

personality factors. Journal of Applied Psychology, 79(2), 272-280.  
 
Mowday, R., Steers, R., & Porter, L. (1979). The measurement of organizational 

commitment. Journal of Vocational Behavior, 14(2), 224-247.  
 
Mowday, R., Steers, R., & Porter, L. (1982). Employee-organizational linkages: The 

psychology of commitment, absenteeism or turnover. New York: Academic Press.  
 



 

 

143

Mull, H. (2004). Spiritual intelligence in psychotherapy with grieving clients. 
Unpublished doctoral dissertation, Arizona State University, Tempe. 

 
Mumford, M. D., & Connelly, M. S. (1991). Leaders as creators: Leader performance and 

problem solving in ill-defined domains. Leadership Quarterly, 2, 289-316. 
 
Murphy, S. (2001). Leader self-regulation: The role of self-efficacy and multiple 

intelligences. In R. Riggio, S. Murphy, & F. Pirozzolo (Eds.), Multiple 
intelligences and leadership (pp. 163-186). Mahwah, NJ: Lawrence Erlbaum. 

 
Mussig, D. (2003). A research and skills training framework for values-driven leadership. 

Journal of European Industrial Training, 27(2-4), 73-79.  
 
Nagy, M. (2002). Using a single-item approach to measure facet job satisfaction. Journal 

of Occupational and Organizational Psychology, 75, 77-86. 
 
Nasel, D. (2004). Spiritual orientation in relation to spiritual intelligence: A new 

consideration of traditional Christianity and New Age/individualistic spirituality. 
Unpublished doctoral dissertation, University of South Australia, Adelaide, AUS.  

 
Neck, C., & Milliman, J. (1994). Thought self-leadership: Finding spiritual fulfillment in 

organizational life. Journal of Managerial Psychology, 9(6), 9-16. 
 
Noble, K. (2000). Spiritual intelligence: A new frame of mind. Advanced Development, 

9, 1-29. 
 

Ornstein, R. (1998). The right mind: Making sense of the hemispheres. Orlando, FL: 
Harvest Books. 

 
Orr, L. G. (2001). How emotional intelligence facilitates spiritual formation. 

Unpublished doctoral dissertation, Azusa Pacific University, Azusa, CA. 
 
Palmer, B., Walls, M., Burgess, Z., & Stough, C. (2001). Emotional intelligence and 

effective leadership. Leadership and Organizational Development Journal, 22(1), 
5-10.  

 
Parameshwar, S. (2005). Spiritual leadership through ego-transcendence: Exceptional 

responses to challenging circumstances. Leadership Quarterly, 16, 689-722. 
 
Parish, J. (1999). Women in education: Effective leadership styles as inspired by 

spirituality. Unpublished doctoral dissertation, University of La Verne, La Verne, 
CA. 

 
 
 



 

 

144

Parker, J. (2000). Emotional intelligence: Clinical and therapeutic implications. In R. 
Bar-On & J. Parker (Eds.), The handbook of emotional intelligence: Theory, 
development, assessment and applications at home, school, and in the workplace 
(pp. 490-504). San Francisco, CA: Jossey-Bass. 

 
Petrides, K. V., & Furnham, A. (2003). Trait emotional intelligence: Behavioral 

validations in two studies of emotion, recognition and reactivity to mood 
induction. European Journal of Personality, 17, 39-57.  

 
Piedmont, R. (1999). Does spirituality represent the sixth factor of personality? Spiritual 

transcendence and the five-factor model. Journal of Personality, 67(6), 985-1013 
 
Posner, B. (2003). Forward. In R. Giacalone & C. Jurkiewicz (Eds.), Handbook of 

workplace spirituality and organizational performance (pp. xi-xiii). Armonk, NY: 
Sharpe. 

 
Posner, B., & Kouzes, J. (1993). Psychometric properties of the Leadership Practices 

Inventory�Updated. Educational and Psychological Measurement, 53(1), 191-
199. 

 
Posner, B., Slater, C., & Boone, M. (2006). Spirituality and leadership among college 

freshmen. International Journal of Servant-Leadership, 2(1), 165-180. 
 

Power, S., & Lundsten, L. (1997). Studies that compare type theory and left-brain/right-
brain theory. Journal of Psychological Type, 43, 22-28. 

 
Prati, M., Douglas, C., Ferris, G., Ammeter, A., & Buckley, R. (2003). Emotional 

intelligence, leadership effectiveness, and team outcomes. International Journal 
of Organizational Analysis, 11(1), 21-40. 

 
Quinn, R. (2000). Change the world: How ordinary people can achieve extraordinary 

results. San Francisco, CA: Jossey-Bass. 
 
Quinnine, T. (2007). Spiritual leadership within the service industry: A 

phenomenological study interpreting the spiritual leadership experiences of eight 
business executives. Unpublished doctoral dissertation, Capella University, 
Minneapolis, MN. 

 
Rapisarda, B. (2002). The impact of emotional intelligence on work team cohesiveness 

and performance. International Journal of Organizational Analysis, 10(4), 363-
379. 

 
Reave, L. (2005). Spiritual values and practices related to leadership effectiveness. 

Leadership Quarterly, 16(5), 655-687. 
 



 

 

145

Reed, K. (1998). The use of correspondence analysis to develop a scale to measure 
workplace morale from multi-level data. Social Indicators Research, 57(3), 339-
351. 

 
Rego, A., Cunha, M., & Oliveira, M. (in press). Eupsychia revisited: The role of spiritual 

leaders. Journal of Humanistic Psychology. 
 
Robins, S. (2002). A consultant�s guide to understanding and promoting emotional 

intelligence in the workplace. In R. Lowman (Ed.), Handbook of organizational 
consulting psychology (pp. 159-184). San Francisco, CA: Jossey-Bass.  

 
Rook, D., & Torbert, W. (1998). Organizational transformation as a function of the 

CEO�s development stage. Organization Development Journal, 16(1), 11-28. 
 
Ross, S., & Offermann, L. (1997). Transformational leaders: Measurement of personality 

attributes and work group performance. Personality and Social Psychology 
Bulletin, 23(10), 1078-1086. 

 
Saarni, C. (2000). Emotional competence: A developmental perspective. In R. Bar-On & 

J. Parker (Eds.), The handbook of emotional intelligence: Theory, development, 
assessment and applications at home, school, and in the workplace (pp. 68-91).  
San Francisco, CA: Jossey-Bass. 

 
Salovey, P., & Mayer, J. (1990). Emotional intelligence. Imagination, Cognition & 

Personality, 9(3), 185-211.  
 
Sanders, J., Hopkins, W., & Geroy, G. (2003). From transactional to transcendental: 

Toward an integrated theory of leadership. Journal of Leadership & 
Organizational Studies, 9(4), 21-31.  

 
Sass, J. (2000). Characterizing organizational spirituality: An organizational 

communication culture approach. Communications Studies, 51(3), 195-217.  
 
Schmidt-Wilk, J., Alexander, C., & Swanson, G. (1996). Developing consciousness in 

organizations: The transcendental meditation program in business. Journal of 
Business and Psychology, 10(4), 429-444. 

 
Schneider, B., White, S., & Paul, M. (1998). Linking service climate and customer 

perceptions of service quality: Test of casual model. Journal of Applied 
Psychology, 83(2), 150-163. 

 
Schulman, P. (1999). Applying learned optimism to increase sales productivity. Journal 

of Personal Selling & Sales Management, 19(1), 31-37. 
 



 

 

146

Schutte, N. S., Malouff, J. M., Mall, L. E., Haggerty, D. J., Cooper, J. T., Golden, C. J., & 
Dornheim, L. (1998). Development and validation of a measure of emotional 
intelligence. Personality and Individual Differences, 25, 167-177. 
 

Seitz, R., Nickel, J., & Azari, N. (2006). Functional modularity of medial prefrontal 
cortex: Involvement in human empathy. Neuropsychology, 20(6), 743-751. 

 
Senge, P. (2006). The fifth discipline: The art and practice of the learning organization. 

New York: Doubleday Currency Business Books. 
 
Shapiro, S., Schwartz, G., & Bonner, G. (1998). Effects of mindfulness-based stress 

reduction on medical and premedical students. Journal of Behavioral Medicine, 
21(6), 581-599. 

 
Shapiro, S., Schwartz, G., & Santerre, C. (2002). Meditation and positive psychology. In 

C. Snyder & J. Lopez (Eds.), The handbook of positive psychology (pp. 632-646). 
New York: Oxford University Press. 

 
Silvera, D., Martinussen, M., & Dahl, T. (2001).  The Tromso Social Intelligence Scale, a 

self-report measure of social intelligence.  Scandinavian Journal of Psychology, 
42(4), 313-319. 

 
Simon, H. (1987). Making management decisions: The role of intuition and emotion. 

Academy of Management Executive, 1(1), 57-64. 
 
Smircich, L., & Morgan, G. (1982). Leadership: The management of meaning. Journal of 

Applied Behavioral Science, 18(3), 257-273. 
 
Solomon, J., & Hunter, J. (2002). A psychological view of spirituality and leadership: 

Finding meaning through Howard Gardner�s notion of existential intelligence. 
School Administrator, 59(8), 38-41. 

 
Sosik, J., & Megerian, L. (1999). Understanding leader emotional intelligence and 

performance: The role of self-other agreement on transformational leadership 
perceptions. Group & Organization Management, 24(3), 367-390. 

 
Stanard, R., Sandhu, D., & Painter, L. (2000). Assessment of spirituality in counseling. 

Journal of Counseling and Development, 78, 204-210. 
 
Sternberg, R. (1997a). The concept of intelligence and its role in lifelong learning and 

related fields and success. American Psychologist, 52(10), 1030-1037. 
 
Sternberg, R. (1997b). Managerial intelligence: Why IQ isn�t enough. American Journal 

of Management, 23(3), 475-493. 
 



 

 

147

Sternberg, R. (2001). Successful intelligence: A new approach to leadership. In R. 
Riggio, S. Murphy, & F. Pirozzolo (Eds.), Multiple intelligences and leadership 
(pp. 3-12). Mahwah, NJ: Lawrence Erlbaum.  

 
Sternberg, R. (2007). A systems model of leadership. American Psychologist, 62(1), 34-

42. 
 
Strack, G., & Fottler, M. (2002). Spirituality and effective leadership in healthcare: Is 

there a connection? Frontiers of Health Services Management, 18(4), 3-18.  
 
Strauss, A., & Corbin, J. (1990). Basics of qualitative research: Grounded theory 

procedures and techniques. Newbury Park, CA: Sage. 
 
Strong, K., Ringer, R., & Taylor, S. (2001). THE* rules of stakeholder satisfaction (* 

Timeliness, Honesty, Empathy). Journal of Business Ethics, 32(3), 219-230. 
 
Thorndike, R. (1920). Intelligence and its use. Harper�s Magazine, 140, 833-839.  
 
Thorndike, R. (1936). Factor analysis of social and abstract intelligence. Journal of 

Educational Psychology, 27, 231-233. 
 
Thorndike, R., & Stein, S. (1937). An evaluation of the attempts to measure social 

intelligence. Psychological Bulletin, 34, 275-285. 
 
Tischler, L. (1999). The growing interest in spirituality in business: A long-term socio-

economic explanation. Journal of Organizational Change Management, 12(4), 
273-280. 

 
Tischler, L., Biberman, J., & McKeage, R. (2002). Linking emotional intelligence, 

spirituality and workplace performance: Definitions, models and ideas for 
research. Journal of Managerial Psychology, 17(3), 203-218. 

 
Tissen, R. (1998). Creating the 21st century company: Knowledge intensive, people rich. 

Boston, MA: Addison Wesley. 
 
Trott, D. (1996). Spiritual well-being of workers: An exploratory study of spirituality in 

the workplace. Unpublished doctoral dissertation, University of Texas, Austin. 
 

Vaughan, F. (2002). What is spiritual intelligence? Journal of Humanistic Psychology, 
42(2), 16-33. 

 
Veach, T., & Chappel, J. (1992). Measuring spiritual health: A preliminary study. 

Substance Abuse, 13(3), 139-147.  
 
Walsh, R. (1999). Essential spirituality: The 7 central practices to awaken heart and 

mind. New York: John Wiley & Sons. 



 

 

148

 
Warner, T. (1987). Transcendental meditation and developmental advancement: 

Mediating abilities and conservation performance. Unpublished doctoral 
dissertation, York University, Ontario, CAN. 

 
Watkin, C. (2000). Developing emotional intelligence. International Journal of Selection 

and Assessment, 8(2), 89-92. 
 
Wheatley, M. (1999). Leadership and the new science: Discovering order in a chaotic 

world. San Francisco, CA: Berrett-Koehler. 
 
Wheatley, M. (2002). Leadership in turbulent times is spiritual. Frontiers of Health 

Services Management, 18(4), 19-26. 
 
Wilber, K. (1975). Psychologia perennis: The spectrum of consciousness. Journal of 

Transpersonal Psychology, 7(2), 105-132. 
 
Wilber, K. (1999). Spirituality and developmental lines: Are there stages? Journal of 

Transpersonal Psychology, 31(1), 1-10. 
 
Wolfe, L. (2000). CEO personality and functional orientation as it relates to company 

financial performance. Unpublished doctoral dissertation, University of Georgia, 
Athens. 

 
Wolman, R. (2001). Thinking with your soul: Spiritual intelligence and why it matters. 

New York: Harmony. 
 
Wonderlinc. (2002). Wonderlinc personnel test & scholastic level exam user�s manual. 

Libertyville, IL: Wonderlinc. 
 
Wong, C., & Law, K. (2002). The effects of leader and follower emotional intelligence 

on performance and attitude: An exploratory study. Leadership Quarterly, 13(3), 
243-274. 

 
Worthington, E. (2001). Religion and spirituality. Psychotherapy, 38(4), 473-478. 
 
Young, J. (2002). A spectrum of consciousness for CEOs: A business application of Ken 

Wilber�s spectrum of consciousness. International Journal of Organizational 
Analysis, 10(1), 30-54. 

 
Zaleznik, A. (1977). Managers and leaders: Are they different? Harvard Business 

Review, 53(3), 67-78. 
 
Zinnbauer, B., Pargament, K., Cole, B., Rye, M., Butter, E., Belavich, T., Hipp, K., Scott, 

A., & Kadar, J. (1997). Religion and spirituality: Unfuzzying the fuzzy. Journal 
for the Scientific Study of Religion, 36(4), 549-564. 



 

 

149

 
Zohar, D., & Marshall, I. (2000). SQ: Connecting with our spiritual intelligence. New 

York: Bloomsbury. 
 
Zwart, G. (2000). The relationship between spirituality and transformational leadership 

in public, private, and nonprofit sector organizations. Unpublished doctoral 
dissertation, University of La Verne, La Verne, CA. 



 

 

150

Appendix A: Sample Informed Consent Form 

To the Participant in This Research: 

As a CEO, you are invited to participate in this research that is studying the 

contribution of inspirational leadership, personality, and various forms of intelligence, 

such as emotional and spiritual intelligence, to business leadership outcomes. Your 

participation in the study is intended to contribute to the understanding of leadership 

effectiveness. As a participant, you will receive a confidential personalized report of your 

results. This report will compare your results to the population of approximately 30-40 

other company CEOs in the study, and will include 360 feedback on your leadership 

abilities, interpersonal style, organizational commitment level, sense of community, 

morale, and intention to quit from your staff of direct reports. 

Participation in this study will require approximately 15 minutes of your time to 

complete several survey instruments over the internet. In addition, you will invite all of 

your direct reports to complete a similar online questionnaire providing you with 360 

feedback of your capabilities, and ratings of their morale, organizational commitment, job 

satisfaction, and intention to quit. The estimated time required from each of your staff to 

complete the online survey is approximately 15 minutes as well. A minimum of two 

participants from your staff will be required in order to complete your 360 assessment 

and for you to receive feedback from this study. 

After completing the 360 feedback on you, your staff members who agree to 

participate may also elect to assess their own abilities by taking the same assessments as 

you. After completion of this optional part, your staff will be directed to create a 

confidential and private code that will enable them to receive and interpret their own 
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results. As their CEO, you will receive a report providing an aggregate view of feedback 

about your leadership style and competencies as well as some metrics on job satisfaction, 

commitment, and morale from your staff. This 360 data will be provided to you in 

aggregate form only without your being able to identify any of your staff�s individual 

feedback. Hence, your staff�s responses will remain absolutely confidential, yet you and 

they will get some valuable feedback. All contact with your staff will be done through 

you (including the distribution of their private reports which will only identify them by 

their own uniquely created private code). Hence, their identity will remain private and 

unknown even to you or the researcher, yet they will be able to receive and interpret their 

own results. 

All of these reports will be provided upon completion of the study and will 

include comparison statistics and rankings relative to the other executives in similar 

positions in the 30+ other companies in the study. Furthermore, at your option any time 

within 6 months following the completion of the study, you may receive up to 2 hours of 

free coaching by the primary researcher (Yosi Amram) to interpret your results. 

For the protection of your privacy, all information received from you will be kept 

confidential and your personal and company identity will be protected. Your company 

will be assigned a confidential company code. You and your staff will use this private 

code when entering your responses to a secure computer over the internet. To further 

ensure your privacy, all response data identified though this confidential company code 

will be stored on a secure computer only accessible by the main researcher. 

All assessments used in this study are standardized measures that have been used 

with hundreds of participants before, have been found to be valid and reliable, and were 
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designed to minimize any potential risks to you. If at any time you have any concerns or 

questions, I will make every effort to discuss them with you and inform you of options 

for resolving your concerns. If you have any questions or concerns, you may call me at 

650-465-2367, or Prof. Fred Luskin, Chair of my dissertation committee at the Institute 

of Transpersonal Psychology at 650-493-4430, or Prof. Kartikeya Patel, Head of the 

Ethics Committee of the Institute of Transpersonal Psychology, at 650-493-4430.  

Furthermore, if you decide to participate in this research, you may withdraw your 

consent and discontinue your participation at any time during the conduct of the study 

and for any reason without penalty or prejudice. 
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As a participant, I attest that I am over 18 years of age, I have read and 

understood this consent form, and had any questions about this research answered to my 

satisfaction. My participation in this research is entirely voluntary.  

Participant�s Name:         

 Participant phone: 

Participant email: 

Participant�s Signature___________________________  __________ 
         Date 
 
Mailing Address (if you want a personalized report of your scores and a summary 

of research findings) sent via mail rather than email: 

___________________________________ 

___________________________________ 

Researcher Signature______________________________  ___________ 
Researcher�s Name:                  Yosi Amram    Date 
 
Phone: 650-465-2367 
 
Email: yamram@yamram.com 
 
467 Hamilton Ave., Suite 29 
 
Palo Alto, CA 94301 
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Appendix B: Self-Report Correlations Among TIPI-S, EIS-S, ISIS-S 

 

Table B1 

Self-Report Correlations Among TIPI-S, EIS-S, ISIS-S 

Variable EXTR-S AGRE-S CONS-S NERO-S OPEN-S EIS-S ISIS-S 

EXTR-S (1) 1.00 -0.16 -0.05 0.12 0.34 0.14 0.12 

AGRE-S (2)  1.00 0.21 -0.32 -0.11 0.30 0.35 

CONS-S (3)   1.00 -0.22 -0.14 0.28 0.29 

NERO-S (4)    1.00 0.03 -0.28 -0.49 

OPEN-S (5)     1.00 0.17 0.18 

EIS-S (6)      1.00 0.52 

ISIS-S (7)       1.00 

 

(1) EXTR-S: Self-report on the TIPI Extraverted scale 

(2) AGRE-S: Self-report on the TIPI Agreeable scale 

(3) CONS-S: Self-report on the TIPI Conscientious scale 

(4) NERO-S: Self-report on the TIPI Neuroticism scale 

(5) OPEN-S: Self-report on the TIPI Openness scale 

(6) EIS-S: Self-report on the Emotional Intelligence Scale (EIS) 

(7) ISIS-S: Self-report on the Integrated Spiritual Intelligence Scale (ISIS) 
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Appendix C: Observer-Report Correlations Among TIPI-O, EIS-O, ISIS-O 

 

Table C1 

Observer-Report Correlations Among TIPI-O, EIS-O, ISIS-O 

Variable EXTR-O AGRE-O CONS-O NERO-O OPEN-O EIS-O ISIS-O

EXTR-O (1) 1.00 0.02 0.06 0.00 0.19 0.10 0.22 

AGRE-O (2)  1.00 0.33 -0.57 0.30 0.62 0.65 

CONS-O (3)   1.00 -0.43 0.21 0.51 0.51 

NERO-O (4)    1.00 -0.26 -0.65 -0.60 

OPEN-O (5)     1.00 0.33 0.52 

EIS-O (6)      1.00 0.69 

ISIS-O (7)       1.00 

 

(1) EXTR-O: Observer-report on the TIPI Extraverted scale 

(2) AGRE-O: Observer-report on the TIPI Agreeable scale 

(3) CONS-O: Observer-report on the TIPI Conscientious scale 

(4) NERO-O: Observer-report on the TIPI Neuroticism scale 

(5) OPEN-O: Observer-report on the TIPI Openness scale 

(6) EIS-O: Observer-report on the Emotional Intelligence Scale (EIS) 

(7) ISIS-O: Observer-report on the Integrated Spiritual Intelligence Scale (ISIS) 
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Appendix D: Self-Report Correlations Among 4 EIS-S and 5 ISIS-S Domains 

 

Table D1 

Self-Report Correlations Among 4 EIS-S and 5 ISIS-S Domains 

Variable CONSC GRAC MEAN TRUT TRAN SA OW USE REGU

CONSC 

(1) 1.00 0.58 0.45 0.22 0.62 0.45 0.58 0.20 0.09 

GRAC (2)  1.00 0.61 0.47 0.68 0.56 0.39 0.24 0.06 

MEAN (3)   1.00 0.43 0.61 0.05 0.20 0.10 0.06 

TRUT (4)    1.00 0.16 0.30 0.25 0.03 0.21 

TRAN (5)     1.00 0.38 0.60 0.21 -0.13 

SA (6)      1.00 0.62 0.35 0.73 

OW (7)       1.00 0.20 0.57 

USE (8)        1.00 0.22 

REGU (9)         1.00 

 

(1) CONSC: ISIS Consciousness domain 

(2) GRAC: ISIS Grace domain 

(3) MEAN: ISIS Meaning domain 

(4) TRUT: ISIS Truth domain 

(5) TRAN: ISIS Transcendence domain 

(6) SA: EIS Self-Awareness domain 

(7) OW: EIS Other Awareness domain 

(8) USE: EIS Use of Emotion domain 

(9) REGU: EIS Regulation of Emotion domain 
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Appendix E: Observer-Report Correlations Among 4 EIS-O and 5 ISIS-O Domains 

 

Table E1 

Observer-Report Correlations Among 4 EIS-O and 5 ISIS-O Domains 

Variable CONSC GRAC MEAN TRUT TRAN SA OW USE REGU

CONSC 

(1) 1.00 0.69 0.57 0.62 0.75 0.60 0.61 0.32 0.52 

GRAC (2)  1.00 0.54 0.61 0.78 0.48 0.50 0.28 0.41 

MEAN (3)   1.00 0.50 0.59 0.37 0.26 0.15 0.31 

TRUT (4)    1.00 0.52 0.55 0.53 0.25 0.63 

TRAN (5)     1.00 0.49 0.50 0.27 0.44 

SA (6)      1.00 0.62 0.35 0.73 

OW (7)       1.00 0.20 0.57 

USE (8)        1.00 0.22 

REGU (9)         1.00 

 

(1) CONSC: ISIS Consciousness domain 

(2) GRAC: ISIS Grace domain 

(3) MEAN: ISIS Meaning domain 

(4) TRUT: ISIS Truth domain 

(5) TRAN: ISIS Transcendence domain 

(6) SA: EIS Self-Awareness domain 

(7) OW: EIS Other Awareness domain 

(8) USE: EIS Use of Emotion domain 

(9) REGU: EIS Regulation of Emotion domain 

  

 




