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Abstract: The main aim of the present study is to investigate the emotional intelligence of faculty members based on their career
stage and gender. In the study, a mixed method was employed to determine the emotional intelligence of faculty members and to
reach generalizable findings. The convenience sampling method was used in the quantitative study, while the quota sampling
method was used in the qualitative section. The quantitative section sample included faculty members in various stages in their
careers. In the qualitative dimension, the sample included faculty members who participated in the quantitative application. The
quantitative study findings demonstrated that there were significant differences between the emotional intelligence competencies
of female and male faculty members in the workplace based on the empathy and self-awareness dimensions. The qualitative study
findings revealed that there were differences between the emotional intelligence dimensions, especially based on the career stage
and gender. Recommendations are presented based on the study findings.
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Introduction

The careers of the faculty members constantly change. While the early years of assistant professorship are often
characterized by enthusiasm, idealism, uncertainty, change, and stress, the subsequent associate professorship and
professorship years could be characterized by significant achievements, reassessment of priorities, and changes in goals
and roles (Lumpkin, 2014). However, several contextual factors affect an academic career. One of these is emotional
intelligence. Nelson and Low (2003) argued that the emotional intelligence of individuals will positively affect their
career adaptation.

In recent years, it has become increasingly important for faculty members to use their emotional intelligence actively in
higher education. As the relationship between emotional intelligence and employee performance increases productivity,
it is increasingly important for organizations (Ahmed et al, 2016). The individual skills for success in coping with
environmental pressures and desires include emotional intelligence, which was described as the employment of all
emotional, individual, and social skills, development of which could be quite different than intellectual intelligence, and
the significance assigned to emotional intelligence by the institutions to improve their performance in the competitive
environment led to the popularization of the concept (Aksarayh & Ozgen, 2008). Especially in recent years, several
studies focused on the role of emotions in professional life (Titrek, 2013), and the fact that emotions were an integral
part of organizations, and organizations should pay more attention to their employees' emotional state (Ashforth &
Humphrey, 1995). Furthermore, in these studies, it was observed that the capacity to cope with the present uncertainty
and complexity through individual and organizational vision depended on "emotional intelligence" (Titrek, 2013). Thus,
similar to the individuals, organizations should foster mental or cognitive intelligence and emotional intelligence for
development (Goleman, 1998).

Historically, several authors attempted to describe emotional intelligence. However, it was realized that emotional
intelligence was quite complex due to the lack of a single definition (Van Rooy et al.,, 2005). Various definitions of
emotional intelligence included the definition by Goleman (1998) as the ability to learn to recognize and analyze the
emotions of ourselves and others, and to generate adequate responses to these emotions by the active reflection of
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knowledge and energy of emotions on daily life and work, while Bar-On (2010) described emotional intelligence as
interrelated emotional and social competencies, skills and facilitators that determine the effectiveness of self-recognition
and self-expression, recognition of the others and establishing personal and professional relationships with them daily.
According to Zohar and Marshall (2000), emotional intelligence was the center and most basic element of intelligence
since itis a source of guidance. Furthermore, several emotional intelligence models were developed. For example, Herbst
and Maree (2008) suggested that three models have been used in emotional intelligence research; the models developed
by Bar-On (1997), Goleman (1995), and Salovey and Mayer (1990). The model developed by Salovey and Mayer (1990)
conceptualized emotional intelligence based on interconnected cognitive skills, Bar-On (1997) developed a mixed model
that defined emotional intelligence based on interconnected emotional and social competencies, skills, and facilitators
that influence behavior. Finally, Goleman's (1995) model approached emotional intelligence based on dimensions, each
of which included various competencies associated with personal or social attributes of behavior. Furthermore, Goleman
(1998) argued that emotional intelligence was more important than intelligence in predicting job performance and
described the dimensions of the emotional intelligence theory based on 2 main competencies in 5 dimensions, 25
emotional competencies, and in 2 significant categories: the review of the origins of emotional intelligence would reveal
that its historical roots go back to Plato. Also, Plato stated that “All learning has an emotional base” (as cited in Varasteanu
& Iftime, 2013, p. 1830). Conceptually, Goleman (1995, 1998) focused on the new definitions of intelligence:

1. Personal Competencies: Self-awareness, self-regulation, and motivation.
2. Social Competencies: Empathy and social skills.

On the other hand, certain authors classified emotional intelligence models as skill-based and mixed models (Mayer &
Cobb, 2000). While skill-based models emphasized the potential use of reasoning through emotions and defined
emotional intelligence as a skill, mixed models associated emotional intelligence with social skills, attributes, and
behavior, with an emphasis on the positive outcomes of emotional intelligence (Mayer & Cobb, 2000).

Literature review revealed several studies on emotional intelligence (Aksarayll & Ozgen, 2008; Bar-On, 1997, 2010;
Botey et al,, 2020; Cartwright & Pappas, 2008; Goleman, 1995, 1998; Hamilton, 2018; Hughes & Evans, 2018; Keskin et
al,, 2020; Musonda et al.,, 2019; Titrek, 2004, 2013; Yun et al., 2020; Zurita-Ortega et al., 2020). It is seen that emotional
intelligence is in a positive and meaningful relationship with areas such as empathy, problem-solving, coping with stress,
general mood, interpersonal skills, communication skills, social skills, self-esteem, self-motivation, empathy, and self-
evaluation (Nelson & Low, 2003; Sarisoy & Erisen, 2018; Titrek, 2013).

Most suggested a correlation between the performance of school principals and emotional intelligence. According to
Nelson and Low (2003), emotional intelligence was the most important variable that determined performance, success,
and leadership. Goleman (1995) argued that emotional intelligence could be acquired and developed through education,
which would ultimately have a positive impact on professional performance. In the context of school leadership, emotions
and emotional intelligence skills include interpersonal skills, management skills, self-management skills, and the skills
associated with the implementation of an emotional learning system. All emotional competencies and skills are
associated with the professionalism of school leaders in leading individuals, society, and the organization (Beycioglu &
Pashiardis, 2015). For example, in a study by Stone et al. (2005) that investigated the correlations between the emotional
intelligence of school principals and vice-principals and leadership performance, it was reported that the performance
of the above-average leaders was significantly higher when compared to leaders with below-average EQ. Thus, it was
concluded that the emotional intelligence of school administrators was important for professional performance and this
inevitably affected the school standards. Also, Cliffe (2011) indicated that emotional intelligence determined the
professional performance of school administrators. Furthermore, Grobler and Conley (2013) emphasized the correlation
between the emotional competence of school leaders and instructional leadership associated with student achievement
as an indicator of effective and successful schools. Similarly, Benson et al. (2012) argued that emotional intelligence was
a complementary resource for building competent school leaders and developing resilient school communities.

Another group of studies on emotional intelligence was on workplace performance. Goleman (1995) described the
impact of emotional intelligence on professional group interactions and professional performance. Similarly, in another
study, Druskat et al. (2013) demonstrated that there was a correlation between emotional intelligence and job
performance. It was observed that certain studies focused on the problems in emotional intelligence competency of
higher education leaders (Anderson & Coates, 2009; Dulewicz & Higgs, 2003), or the significance of emotional intelligence
in higher education leadership (Herbst & Maree, 2008).

On the other hand, research on the emotional intelligence of faculty members is very limited (see Botey et al., 2020; Chan,
2008; Dornelles & Crispim, 2021; Parrish, 2015). In universities, various factors affect the academic career of faculty
members. In addition to factors such as intellectual intelligence, teaching skills, number of publications, personality traits
and emotional intelligence are also very important (Aksarayll & Ozgen, 2008). Universities, which are professional,
educational, and cultural environments, play an important role in active knowledge management and the development
of aknowledge base. Thus, faculty members are the main players in higher education. As could be confirmed by individual
academic careers, the career development of faculty members entails working with organizational harmony in the
faculty, which is a complex and sometimes challenging process (Brazeau & Woodward, 2012). Often faculty members
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find themselves balancing multiple roles inside and outside the institution. Coping with the high workload could lead to
overload as faculty members advance in the academic or administrative hierarchy, and their inability to employ
emotional intelligence skills could sometimes prevent them to build an academic career. Tierney and Bensimon (1996)
emphasized that junior faculty members are socialized in the institution through their interactions with peers and
particularly with senior faculty members. Thus, the skill of the faculty members to employ emotional intelligence is more
important in higher education institutions. Also, Dulewicz and Higgs (2000) investigated the development and origins of
emotional intelligence in their study. They reported that individuals with high emotional intelligence achieved a
competitive advantage against other individuals and climbed the career ladder more rapidly. In another study, Creed et
al. (2002) investigated the effects of optimistic and pessimistic approaches on career adaptability with the employment
of emotional intelligence. In the study, it was determined that individuals with high emotional intelligence build their
career goals well. Furthermore, it was also determined that individuals' emotions about career goals were optimistic,
making it easier for them to achieve life satisfaction through positive gains in life. The study findings demonstrated that
individuals with a high level of emotional intelligence had more positive career future perceptions. In another study,
Ogan and Cinel (2021) investigated the correlation between emotional intelligence and career adaptability in
professional life. They reported that emotional intelligence allows individuals to become adaptive and understand
interpersonal communication and manage their energy better in professional life.

In another study conducted on the emotional intelligence competencies of academicians, as the work experience of
academicians increased, the variables of self-awareness/awareness, social skills, empathy, motivation, self-management
became prominent among emotional intelligence competencies (Karamanlioglu et al., 2020). Effective use of emotional
intelligence in the organization could guide individual ideas and activities of the faculty members (Arabshahi et al., 2013).
Studies on success in professional life or career development demonstrated that 'intellectual intelligence (IQ) alone was
not sufficient, and skills such as understanding one's own and others' emotions, expressing emotions, controlling
emotions, empathy, and awareness in communication were also very important (Aksarayli & Ozgen, 2008). Therefore,
adaptation to self-emotions could contribute to the development of higher education institutions.

As a result, the literature review revealed that studies on the emotional intelligence skills of the faculty members were
quite limited. It was observed that most studies addressed the correlations between emotional intelligence and
leadership or emotional intelligence training of the teachers. It is also noteworthy that, from a historical perspective,
most studies on the academic careers of faculty members were conducted with traditional approaches (Blackburn &
Lawrence, 1995), based on demographics (e.g., gender), employment status, or tenure. Other studies, on the other hand,
focused on the lives of the faculty members who were at a certain stage in their academic career, or on female faculty
members (Toutkoushian & Conley, 2005). For example, Kalivoda et al. (1994), in a study on the attitudes, beliefs, and
values of a group of faculty members about their careers, reported that assistants, associate professors, and professors
advanced through the required development stages in their institutions. Baldwin (1990) argued that to maintain
intellectually vibrant and productive faculty, administrators should be aware of the powerful developmental and career-
long forces that affect their colleagues. However, the current literature provides little insight into how faculty members
at different career stages experience their professional lives based on their emotional intelligence skills.

In short, the present study aimed to investigate the skills of faculty members in different career stages to employ the sub-
dimensions of emotional intelligence and associated skills in professional life. For this purpose, the following research
questions were determined:

1. Does the use of emotional intelligence skills by the faculty members in professional life differ based on the career
levels?

2. Does the use of emotional intelligence skills by faculty members in professional life differ based on gender?
3.Does the use of emotional intelligence skills by faculty members in professional life differ based on sub-dimensions?

4. What are the perceptions of the faculty members about the employment of emotional intelligence skills in professional
life based on the career levels?

5. How emotions affect human relations in university?

6. What are the factors that negatively affect the employment of emotional intelligence skills by the faculty members in
professional life based on the career levels?

Methodology
The Aim of the Study

The present study aimed to investigate the skills of faculty members in different career stages to employ emotional
intelligence sub-dimensions and associated skills in professional life. Therefore, a mixed-method that included a
qualitative dimension was employed to understand the emotional intelligence skills of faculty members and to generalize
the findings. According to Edmonds and Kennedy (2017), since the mixed method combines qualitative and quantitative
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methods, it allows researchers to conduct in-depth research on the study topic. Since the emotional intelligence scales
are based on the participants' own perceptions and they have some limitations, the use of qualitative method after
quantitative method was deemed appropriate in this study. Supporting this decision, Donaldson-Feilder and Bond (2004)
state that using self-filled scales in the process of evaluating emotional intelligence can be potentially misleading. Because
they emphasize that emotional intelligence has a strong relationship with self-consciousness, so that people who are not
self-conscious may be incapable of evaluating their emotional intelligence and tend to evaluate themselves high? states
that they tend to underestimate. In sequential descriptive design, quantitative data are prioritized, and qualitative data
are used to improve qualitative data and to conduct an in-depth analysis of the subject (Creswell, 2014). The convenience
sampling method was employed in the quantitative dimension of the research, while the quota sampling method was
adopted in the qualitative dimension.

Sample and Data Collection

The study sample included faculty members in different career stages in the quantitative dimension. The convenience
sampling method was employed to assign the sample. The quantitative dimension of the study was conducted with 371
faculty members employed in the Turkey Marmara Region universities during the 2020-2021 academic year. The
participant demographics in the quantitative sample were as follows: 152 participants were female and 219 were male,
205 were assistant professors, 71 were associate professors, 95 were professors (Table 1).

Table 1. Distribution by title

Title n
Asst. Prof. 205
Associate Professors 71
Prof. 95
Total 371

In the qualitative dimension, the sample included the faculty member who participated in the quantitative application
and assigned based on their career stages. In the qualitative dimension of the study, the quota sampling method, a non-
random sampling method, was preferred. The study group was assigned with quota sampling. In quota sampling, the
author determines the relevant categories based on the study topic, the sample size for each category, and the number
of individuals in each category is kept constant. Quota sampling ensures that individuals who meet the criteria for each
category are included in the study group (Neuman, 2007). Each category included volunteer individuals who participated
in the quantitative dimension of the study. The categories were determined based on the tenure of the faculty members
such early career stage (Asst. Prof.) (P1F-P2M-P3F-P4F-P5M), middle career stage (Assoc. Prof) (P6M-P7M-P8F-P9M-
P10F), advanced career stage (Prof.) (P11F-P12F-P13M-P14M-P15F), and a total 15 faculty members (8 females, 7
males) were included in each category (Table 2).

Table 2. Socio-Demographic Characteristics of the Participants (Qualitative)

. . Tenure

No Demographic Characteristics Total %
Gender

1. Male 7 46.7
Female 8 53.3
Career Stages

2 Early career (Asst. Prof.) P1F-P2M-P3F-P4F-P5M 333

' Middle career (Assoc. Prof) P6M-P7M-P8F-P9M-P10F 333

Advanced career (Prof.) P11F-P12F-P13M-P14M-P15F 33.3

Total 15 100

Data Analysis

In the study, separate data analysis methods were employed to analyze the qualitative and quantitative data collected
with the mixed research methodology.

In the quantitative dimension of the study, the “Emotional Intelligence Abilities Use in Worklife Scale” developed by Titrek
(2004) was used to measure the emotional intelligence levels of the faculty members. The emotional Intelligence Scale is
a five-point Likert-type scale that includes 72 items in five subscales. The five dimensions of emotional intelligence (self-
awareness, self-regulation, motivation, empathy, and social skills) were applied as sub-scales to determine the emotional
intelligence levels of the faculty members in the study group. The validity and reliability of the scale were determined in
the study, and exploratory factor analysis was conducted twice due to the high number of scale items and the small
sample size, and unacceptable reliability coefficients. In the exploratory factor analysis, the items with factor loads below
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.32 and similar items with a factor load of .10 were excluded from the scale (Tabachnick & Fidel, 2001). Exploratory factor
analysis revealed that the scale included 4 dimensions and 24 items, which explained 66.09% of the total variance. The
self-awareness dimension included 12 items (items 1,2,4,5,6,7,8,45,46,47,48,49). The motivation dimension included 5
items (31,32,33,34,35). Social skills dimension included 4 items (58,59,60,61). Empathy dimension included 3 items
(42,43,44). Cronbach alpha reliability coefficients were 95,89,89, and 72 for the sub-dimensions, and .90 for the overall
scale. The novel scale was named after the original. It was observed that the study data distributed normally based on
kurtosis and skewness, and Kolmogorov Smirnov test results; and parametric tests were conducted in the study. The
differences between the emotional intelligence skills of faculty members based on their tenure were analyzed with the
one-way analysis of variance. Furthermore, differences between the emotional intelligence skills of faculty members
based on gender were analyzed with the independent samples t-test. The total scale Cronbach alpha reliability coefficient
was .90. Quantitative data of the study were analyzed with the one-way analysis of variance and independent samples t-
test. In the findings quantitative dimension of the study, “Emotional Intelligence Abilities of Faculty Members in Work
life Scale” was used. Quantitative data of the study were analyzed by One-way analysis of variance (one-way ANOVA) and
t-test for unrelated samples. Byrne (2010) and Hair et al. (2009) argued that if skewness of the data is between -2 to +2
and kurtosis of the data is between -7 to +7, it is considered to be normal (Table 3).

Table 3. Descriptive Statistics (Skewness and Kurtosis)

N Minimum Maximum X SD Skewness Kurtosis
Self-awareness 371 14 56 32.49 14.1 0.374 -1.652
Motivation 371 19 25 21.77 2.31 0.094 -1.44
Social sKkills 371 13 20 18.34 2.012 -0.824 -0.971
Empathy 371 8 15 12.5 1.73 -0.462 -0.503
Total 371 60 111 85.1 14.89 0.357 -1.46

Qualitative dimension data were analyzed with the content analysis method. The qualitative analysis was based on
Goleman (1995)'s theory of emotional intelligence in the study. Thus, the dimensions of emotional intelligence were
determined as "Social Skills", "Empathy", "Self-awareness", and "Motivation" in data analysis, and new sub-themes were
developed based on the content analysis. To determine the validity and reliability of the study, the codes developed by
the authors were compared and evaluated by an expert in qualitative studies. The codes were finalized based on the
expert review. After the content analysis, the sub-themes were coded, and the form was submitted to two experts. The
experts analyzed the themes, sub-themes, and codes, and reported that the intercoder agreement was over 90%. The

codes were revised based on expert feedback, and the content analysis was conducted with the finalized themes.

Online interviews were conducted to determine the perceptions of the faculty members about the use of their emotional
intelligence skills in professional life based on tenure, the factors that negatively affect their ability to use emotional
intelligence, and the strategies they adopted to employ emotional intelligence effectively in their academic lives. The
interview data were analyzed with content analysis. Sub-themes and themes were determined based on the data codes.
The qualitative study data were discussed and interpreted based on the study themes and the relevant literature.

Findings
In this section, qualitative and quantitative study findings are presented.
Quantitative findings

The quantitative data were collected with the “The Employment of Emotional Intelligence Skills by Faculty Members in
Professional Life Scale.” One-way analysis of variance (one-way ANOVA) was conducted to determine whether there was
a difference between the emotional intelligence skills of the faculty members based on tenure.
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Table 4. One-way Analysis of Variance Based on Career Stage Descriptive Statistics Results

Dimension Tenure f X SD
Asst. Prof. 205 31.15 13.76
Self-awareness Assoc. Prof. 71 33.97 14.46
Prof. 95 34.26 14.41
Total 371 32.49 14.10

Asst. Prof. 205 21.79 2.27

Motivation Assoc. Prof. 71 21.68 2.37
Prof. 95 21.80 2.36

Total 371 21.77 2.31

Asst. Prof. 205 18.34 1.94

Social skills Assoc. Prof. 71 18.38 2.07
Prof. Dr. 95 18.29 2.14

Total 371 18.34 2.01

Asst. Prof. 205 12.52 1.72

Empathy Assoc. Prof. 71 12.27 1.60
Prof. Dr. 95 12.65 1.83

Total 371 12.50 1.73
Asst. Prof. 205 83.80 14.30
Total Assoc. Prof. 71 86.30 15.97
ota Prof. 95 87.01 15.18
Total 371 85.10 14.89

The emotional intelligence skill scores of the faculty members presented in Table 4 were analyzed based on tenure. In
the “self-awareness” dimension, the mean score of assistant professors was 31.15 (SD = 13.76), the mean score of
associate professors was 33.97 (SD = 14.46), and the mean score of professors was 34.26 (SD = 14.41). In the “motivation”
dimension, the mean score of assistant professors was 21.79 (SD = 2.27), the mean score of associate professors was
21.68 (SD = 2.37), and the mean score of professors was 21.80 (SD = 2.36). In the relation “social skills” dimension, the
mean score of assistant professors was 18.34 (SD = 1.94), the mean score of associate professors was 18.38 (SD = 2.07),
and the mean score of professors was 18.29 (SD = 2.14). In the “empathy” dimension, the mean score of assistant
professors was 12.52 (SD = 1.72), the mean score of associate professors was 12.27 (SD = 1.60), and the mean score of
professors was 12.65 (SD = 1.83). The overall scale mean score of assistant professors was 83.80 (SD = 14.30), the overall
scale mean score of associate professors was 86.30 (SD = 15.97), and the overall scale mean score of professors was 87.01
(SS=15.18). (Table 4).

Table 5. Independent Variables T-Test Results Based on Gender

Dimension Gender f X SD df t p Cohen’'s d
Self-awareness Flf/[rzf‘;e ;ig ;1;2 ;:3(2) 369 126 .002* 0.013
Motivation Flf/[n;fele ]2“13; 13:;2 ;33 369 146 780 -
Social skills Fl‘f/[r:f‘ele ;f; gg; igz 369 3433 715 .

Empathy Fl‘f/[rzfge ;ig 3?:22 géz 369 60379  .000* 6.154
Total F;};‘f‘;e ;ié 17031.-6567 Z:gg 369 46080  .003* 4725
*p<.05

The differences between emotional intelligence skills of faculty members based on gender that are presented in Table 5
were analyzed. It was observed that there was a significant difference between the attitudes of female employees (=
21.75) and male employees (= 21.78) based on the self-awareness dimension (t (369) = -126, p <.05). Cohen’s d value
(d=0.013) was low that indicates a weak relationship between gender and self-awareness (Cohen, 1988). It was observed
that there was no significant difference between the attitudes of female employees (= 18.36) and male employees (=
18.32) based on the motivation dimension (t (369) =.146, p >.05). [t was observed that there was no significant difference
between the attitudes of female employees (= 12.87) and male employees (= 12.25) based on the social skills dimension
(t (369) = 3.433, p >.05). It was observed that there was a significant difference between the attitudes of female
employees (= 48.60) and male employees (= 21.31) based on the empathy dimension (t (369) = 60.379, p <.05). Cohen’s
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d value (d= 6.154) was high that indicates a strong relationship between gender and empathy (Cohen, 1988). It was
observed that there was a significant difference between the attitudes of female employees (= 101.57) and male
employees (= 73.66) based on the overall scale scores (t (369) = 46.080, p <.05). Cohen’s d value (d= 0. 4.725) was high
that indicates a strong relationship between gender and total of emotional intelligence skills (Cohen, 1988). (Table 5).

Table 6. ANOVA Based on Career Stages

Dimension SD df MS F p
Between Groups 822.019 2 411.009
Self-awareness Within Groups 72778.677 368 197.768 2.078 127
Total 73600.695 370
Between Groups .759 2 .380
Motivation Within Groups 1965.305 368 5.341 071 931
Total 1966.065 370
Between Groups 307 2 153
Social skills Within Groups 1498.577 368 4.072 .038 963
Total 1498.884 370
Between Groups 6.101 2 3.051
Empathy Within Groups 1098.643 368 2.985 1.022 361
Total 1104.744 370
Between Groups 797.333 2 398.667
Total Within Groups 81243.173 368 220.769 1.806 166
Total 82040.507 370

p<.05

The differences between the emotional intelligence skills of the faculty members were analyzed. It was observed that
there was no significant difference between the attitudes of the groups based on the dimension of self-awareness (F (2-
368) = 2078, p >.05). It was observed that there was no significant difference between the attitudes of the groups based
on the motivation dimension (F (2-368) =.071, p >.05). It was observed that there was no significant difference between
the attitudes of the groups based on the social skills dimension (F (2-368) =. 038, p >.05). It was observed that there was
no significant difference between the attitudes of the groups based on the empathy dimension (F (2-368) = 1.022 p >.05).
It was observed that there was no significant difference between the attitudes of the groups based on the overall scale
scores (F (2-368) = 1.806, p >.05). (Table 6).

Qualitative Findings

Definition of emotional intelligence:

The views of the faculty members on the employment of emotional intelligence in professional life were categorized with
the content analysis based on career stages (Early career, middle career and advanced career) and the two main
emotional intelligence themes. 8 participants stated that emotional intelligence was associated with personal
competencies. The views of the participants in the early, middle, and advanced career stages (P1F-P2M-P3F-P4F-P5M-
P6M-P7M-P8F-P9M-P10F-P11F-P12F-P13M-P14M-P15F) were in the emotional intelligence personal competence
category. The views of 5 participants in the advanced career stage were in the social competencies sub-theme.

Sample quotes in the "Personal Competencies” sub-theme were as follows:
"Emotional intelligence is the awareness about what we hear and understanding our emotions well" (P1F).

“Emotional intelligence is the ability of the individual to manage his/her emotions and decisions in a balanced way.”
(P12F).

“Emotional intelligence is the ability to self-criticize my emotions with both positive and negative approaches.” (P14M).
Sample quotes in the "Social Competence" sub-theme were as follows:

"Emotional intelligence is the ability to manage relationships” (P3F).

"Emotional intelligence is the ability to use body language effectively" (P5M).

"Emotional intelligence is a type of intelligence that increases organizational performance and academic achievements"
(P7M).

"Emotional intelligence is a tool that effectively resolves conflicts in my university" (P8F).
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Faculty members' skills to employ emotional intelligence in the university based on the career stage. Based on the career
stages of the faculty members, it was observed that their views on the skills associated with the employment of emotional
intelligence were grouped under two categories: "personal competencies" and "social competencies". Also, the analysis
of the views of the participating faculty members on the skills associated with the employment of emotional intelligence
based on the career stage revealed that they employed emotional intelligence skills more effectively in early career
stages, especially the female faculty members. However, it was determined that female faculty members did not employ
emotional intelligence effectively in advanced career stages. Sample statements are presented below:

“I think that the emotional intelligence of the faculty members, especially women, is particularly good in empathizing
certain issues. However, I often observed that they do not act professionally in their relationships at work. I think they
especially prevent jealousy among female faculty members. This is particularly evident in faculty members in middle or
advanced career stages. In particular, they worry that the academicians in the early career stages will surpass them.
Those in advanced career stages cannot effectively resolve conflicts in human relations, they are traditionalists. Young
academics, on the other hand, are more adaptive, empathetic, and establish good relations” (P7M).

“How faculty members use emotional intelligence in the organization is a very important question. Because emotional
intelligence entails knowing oneself and establishing good relationships. This differs based on the career stage. I think
that in the first years of the career, especially women, are aware of their and other academicians’ emotions. As they move
up the career ladder, especially when they are in advanced stages, I think that female academician do not prefer to use
emotional intelligence. I think they adopt a stricter, rigid role, even a masculine one. Therefore, relations in the university
can become more superficial and problematic” (P4F).

Certain participants stated that male academicians in advanced career stages employed emotional intelligence more
effectively. Sample statements are presented below:

“I have observed the following about emotional intelligence and male academics: I think that as men advance
academically, for example, when they reach advanced career stage, they adopt a fatherly role where emotional
intelligence absorbs the profession, they manage their emotions well, know what they want, understand the feelings of
others, in other words, integrate personal and social skills. This, of course, internalizes success because they use
emotional intelligence well, manage relationships well in the university, and are liked by other academicians, leading to
a nice university climate” (P7M).

Certain participants emphasized that male academics in advanced career stages employed the self-awareness dimension
of emotional intelligence more effectively. Sample statements are presented below:

“There is a common opinion among academics that emotional intelligence is employed more effectively by women.
However, male academics maintain their relationships well in the workplace, consider both the positive and negative
consequences of their emotions, especially in situations such as making work-related decisions (such as the professors)
and managing these decisions. This naturally contributes to an increase in positive relationships and academic
performances. Another important observation is that male academics are open to self-criticism and questioning
themselves about these criticisms.” (P6M).

One participant stated that both male and female faculty members at middle career stages (associate professor)
employed emotional intelligence effectively:

“In my opinion, both male and female associate professors employ emotional intelligence better. If you ask why? Frankly,
I think that these are self-confident individuals who discarded novice emotions, now know how to motivate themselves
and use their emotions, know themselves and the areas that they are good at, work in harmony with their colleagues,
employ creativity and emotional intelligence effectively in both their academic and private lives” (P10F).

Reflections of the faculty members on their ability to employ emotional intelligence in professional life based on career
stage were grouped under 2 main categories: "Personal competencies” and "social competencies". Sample statements are
presented below:

“When I consider how effectively I use emotional intelligence myself, I think that I use emotional intelligence very
effectively since young academicians in early career stages adapt to the current conditions and have higher awareness
levels. First, [ am aware of my competencies, [ know what [ want, [ am aware of my weaknesses and strengths. On the
other hand, I have the empathy required to conduct social relations effectively in my university, [ value people based on
the process, not the outcomes. [ am a very good listener. Therefore, I think that the key to success in the current century
is the effective use of emotional intelligence” (P12F).

Factors that negatively affect the employment of emotional intelligence skills by faculty members in professional life
based on the career stage. The analysis of the factors that negatively affected the employment of emotional intelligence
in professional life based on the career stages demonstrated that the participant answers could be grouped in 2
categories: "personal competencies" and "social competencies". Sample statements are presented below:
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“Recently, itis common to observe young male academics in early career stages who do not employ emotional intelligence
since they abandoned their modesty in professional life. They are impatient and non-empathetic; they think that they
know everything. Because of the empathy level in their social relationships, they experience conflicts” (P7M).

Certain participants stated that university administrators' effective use of emotional intelligence was associated with
organizational culture:

“It is associated with the organization in the university. It is about catching the attention of your managers (professors)
and colleagues. It may not be enough just for you to employ emotional intelligence effectively. Therefore, the fact that
university administrators do not employ emotional intelligence sufficiently affects and prevent the stakeholders of the
organization (from employing it)” (P3F).

Certain participants stated that females employed emotional intelligence better than males. It was stated that the reason
for this was social stereotypes.

“The first thing that comes to my mind is gender. The women, especially if they are associate professors and managers,
employ emotional intelligence well and it improves their relationships and success in the university. I think that most
men cannot use emotional intelligence adequately due to social stereotypes. Thus, these stereotypes should be
eliminated” (P6M).

Certain participants stated that lack of experience was an obstacle to emotional intelligence:

“Based on the career stage, the obstacles to emotional intelligence are the result of young academicians' inability to
manage this process due to lack of experience. They are open to learning, empathy, self-analysis, but they do not know
how to find a balance and motivate themselves. I think that they cannot use emotional intelligence effectively without
regretting it, so to speak. With professional experience, emotional intelligence is employed better, especially from the
level of associate professorship. In the professor stage, the existence of excessive egoism prevents the employment of
emotional intelligence. Thus, personal, and social masks could not be removed. For men, it is the climax of their
profession. The more I see, my emotional intelligence skills improve” (P8F).

One participant stated that the factor that negatively affected emotional intelligence was the inadequate familial
foundations:

“The development of emotional intelligence occurs in the family, then at school and in the society. Thus, the obstacles are
at the core. In other words, it is not impossible for an individual who never developed that habit and culture in the family
to try to learn emotional intelligence later, but it is difficult. Of course, it can be improved and learned. Thus, that
individual will have to work hard to raise self-awareness at every stage of the career, understand and manage self-
emotions well” (P15F).

The strategies that faculty members adopted to employ emotional intelligence more effectively in professional life were
as follows based on the career stage. It was observed that the participating faculty members adopted strategies such as
participating in conflict management seminars, MBTI seminars, and developed empathy to employ emotional intelligence
more effectively in professional life. It could be suggested that they attempted to improve self-awareness, social
awareness, and social skills. Sample participant statements are presented below:

“A seminar was organized in our university on this topic a few years ago, I attended it. After that semester, my awareness
was raised. I even took personality tests such as MIP. | found myself in a process of understanding my strengths and
weaknesses. Being aware of my abilities, that is, my feelings and decisions improved my self-confidence. After that day, I
start every day by posting a motivational sentence on the board. Due to this positive perspective, my social relationships
have become stronger, and I try to empathize more. Teamwork goes well now” (P12F).

Discussion

In this section, based on the above-mentioned findings, the quantitative and qualitative research problems are discussed
based on the literature similarly affects leadership effectiveness and status conferral.

1. As aresult of the findings obtained in the quantitative dimension of this research: The quantitative study findings
demonstrated that there was a significant difference between the "self-awareness" sub-dimension scores of the faculty
members based on gender. The self-awareness scores, a sub-dimension of emotional intelligence, of female faculty
members were higher than males. It was revealed that the faculty members evaluated both negative and positive
emotions in professional decisions, concluded based on emotional responsibilities, understood the consequences of their
emotions, and had the skill to confront their negative emotions. Similar findings were reported by Titrek (2004).
However, in a study conducted by Constantine and Gainor (2001), the emotional intelligence sub-dimension scores of
female participants were higher when compared to males. Moreover, it was demonstrated that there was a significant
difference between the total scale and “empathy” scores based on gender. It was concluded that the female faculty
members listened to their colleagues, considered the views of others in professional life, and were sensitive to the
emotional needs of others. Titrek (2004) reported similar findings. Furthermore, studies conducted by Schutte et al.



1736 | TASCI & TITREK / Faculty Members’ Emotional Intelligence

(1998) and Ciarrochi et al. (2001) on emotional intelligence competencies demonstrated that emotional intelligence
levels of females were higher than males. These findings were partially consistent with the present study findings.
According to Goleman (1995), the root of empathy is self-awareness. In the current study, it was similarly observed that
empathy and self-awareness were particularly high among female academicians. In other words, based on the findings
of studies on emotional intelligence, self-efficacy perceptions of females were higher when compared to males, especially
in the self-awareness and empathy dimensions.

2. As a result of the findings regarding the qualitative dimension of this research:

First of all, the views of the faculty members on emotional intelligence skills in professional life were categorized based
on the content analysis results based on the career stage (early career, middle career, and advanced career) and the two
main emotional intelligence dimensions. 8 participants stated that emotional intelligence was associated with “personal
competencies”. The views of the participants in the early, middle, and advanced career stages were in the emotional
intelligence personal competence category. The views of 5 participants in the advanced career stage were in the “social
competencies” sub-theme. Similarly, Goleman (1995) stated that personal competencies (Self-awareness, self-regulation,
and motivation); social competencies (Empathy and social skills).

Secondly, the analysis of the emotional skills employed by the faculty members in professional life based on the career
stage demonstrated that the emotional skills of female faculty members were higher in the early career stage. On the
contrary, the participants stated that female faculty members in advanced career stages did not employ emotional
intelligence effectively. Shehzad and Mahmood (2013) reported that the interpersonal skills of female teachers were
higher when compared to males. Female teachers were emotionally self-aware and empathic. These differences could be
associated with social expectations (Naghavi & Redzuan, 2011). It was reported that female academicians, especially
female academicians in early career stages, were more empathetic and aware of their feelings. It was also demonstrated
that female academicians in advanced career stages did not employ emotional intelligence effectively. In contrast, certain
participants stated that male academicians in advanced career stages employed emotional intelligence more effectively,
especially in the self-awareness dimension. Also, one participant stated that both male and female faculty members in
the middle stages employed emotional intelligence effectively.

Thirdly, the analysis of the factors that negatively affected emotional intelligence skills in professional life revealed that
the participants stated 2 groups of negative factors: "personal competencies" and "social competencies." These factors
were determined as lack of empathy, gender factor, lack of modesty, impatience, not being open to learning, social
prejudices, negative organizational culture, the influence of administrators, inability to develop emotional intelligence in
the family environment, and the lack of professional experience. Previous studies demonstrated that emotional
intelligence was not consistent and increased with age, and it could be learned (Bar-On, 1997; Goleman, 1995). Similar
to the present study findings on administrators, previous studies argued that administrators with negative emotions
create a failed workplace by reducing the motivation of their subordinates, while administrators with a positive mood
could improve the success in the workplace (Goleman et al., 2013). Furthermore, Arghode (2013) noted the significance
of emotional self-awareness of the educators and the employment of emotions in learning activities that lead to an
unforgettable learning experience. It could be suggested that there the findings of the above-mentioned studies were
consistent with the current study findings. Furthermore, some of the participants stated that lack of experience is an
obstacle to using emotional intelligence. For example, in the professors who do not use the using emotional intelligence.
The literature review demonstrated that professors who employed emotional intelligence effectively in the classroom
had high quality and sustainable relations with the students (Mortiboys, 2012; Powell & Kusuma-Powell, 2010). In
contrast, studies demonstrated that the behavior of the professors who did not employ emotional intelligence in the
classroom did not lead to high-quality relations with students, did not communicate well, were reluctant, or could not
regulate their emotions (Mortiboys, 2012; Powell & Kusuma-Powell, 2010). It could be suggested that the findings of the
above-mentioned studies and the present study were similar. In the present study, one participant stated that faculty
members in advanced career stages experienced difficulties in communicating with the students.

Finally, it was observed that the faculty members participating in the study adopted strategies such as attending conflict
management and MBTI seminars, improving empathy to develop emotional intelligence skills in professional life. It could
be suggested that they adopted these strategies to improve self-awareness, social awareness, and social skills. Similarly,
Cherniss and Adler (2000) reported that conflict management was based on competencies associated with emotional
intelligence such as personal awareness, self-confidence, self-control, empathy, and organizational awareness. In a
similar study, Clarke (2010) emphasized the significance of emotional intelligence in conflict management. Furthermore,
the findings indicate that Hamilton (2018), Dornelles and Crispim (2021) and Goleman (1995) argued that emotional
intelligence could be acquired and improved through education, which would ultimately affect professional performance
positively. As a result, it could be suggested that the findings of the above-mentioned studies were consistent with the
current study findings.
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Conclusion

In the present study, the emotional intelligence skills of faculty members were analyzed based on the career stage and
gender. In the study, a mixed-method that was employed to determine the emotional intelligence skills of the faculty
members and to reach generalizable findings. The study findings revealed the significance of the development of
emotional intelligence in faculty members. Emotional intelligence in education is considered effective in every area,
including the faculty members' emotional intelligence skills. The self-awareness and empathy scores, a sub-dimension of
emotional intelligence, of female faculty members were higher than males. In particular, the emotional intelligence skills
of the faculty members in different career stages affect their professional relations, student relations, and they affect the
career development and performances of faculty members.

Recommendations

Faculty members should establish healthy and strong ties and relationships with individuals. Faculty members'
competencies in human relations could be discussed based on emotional intelligence. Thus, it could be suggested that
faculty members who acquire emotional intelligence skills would be more successful and better researchers. The main
recommendations of the present study included the following:

eFaculty members should be trained in emotional intelligence skills.

eIn depth studies should be conducted on the reasons for gender-based differences in the emotional intelligence skills of
the faculty members.

eExperimental studies should be conducted to improve the emotional intelligence skills of faculty members.

Limitations

The main limitation of the current study was the lack of more than one instrument to investigate the emotional
intelligence skills of the faculty members based on career stages. The COVID-19 pandemic forced the university to online
education, and face-to-face instruction was no longer possible. Certain universities opted for the hybrid model. Thus,
further interviews were not conducted with the participants. In the study, the authors could interview only a limited
number of participants due to the pandemic.
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