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EMOTIONAL INTELLIGENCE AND LEADERSHIP —
THE DARK AND BRIGHT SIDES

Emotional intelligence (EQ)as any set of abilities or skills has two sidasght and dark
ones.A person can employ their social abilities and haghotional skills for prosocial
behavior or could use it in maladaptive ways to ipalate others to achieve self-centered
outcomesThe current paper explores the relationship betvegeational intelligence (EQ)
and leadership through a literature synthesis. istu$ses the dark side eimotional
intelligence, the negative aspects of emotionallligence. It alsgprovides an overview of
emotional intelligencandleadershipconcepts, and discusses the three primary constiict
emotionalintelligence their augmentation to the theory. Finally, itsgs with hypothetical
synopses of the leader's usagembtionalintelligence.
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1. INTRODUCTION

For ages life has been saturated with requestsrétpired not only mental and
physical abilities but also social and emotionglatalities. Emotional intelligence is one
of the recent theories that have appeared in #id &f management and as one of the
most modern types of intelligence in the field ejphology.

After the publication of the best seller bod&kmnotional Intelligenceby Daniel
Goleman (1995), the concept has become an infhietlieory that captivated the
attention of various scientific fields, includingamagement (Bar-On, 2006). According to
Golman (1995), the cognitive intelligence quoti@@) contributes only by 20 percent of
the factors that influence and direct successf@ \While the other 80 percent relates to
additional factors that the individual has, inchglithe emotional intelligence (Goleman,
1995).

The concept of leadership is one of the most wadiwn principles of human sciences
with an administrative nature. Leadership is a aocble presented by the leader
throughout its interaction with other members & troup (Kerr et al., 2006). Where the
leader provides the guidance and direction foritkiéviduals to achieve the group's goal
and the leader is responsible for understandingethetions of individuals and what has
a touch on their behavior, and do what he can toitmothese emotions and regulate
them (Kerr et al., 2006). Here the good role of somal intelligence emerges between
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the quintessential skills that provide the leadéhhe ability to manage these emotions
positively.

On the other hand, some experts and researcledebating about the shady side of
emotional intelligence. A person can employ thetial abilities and their high emotional
intelligence to dominate the perceptions of othemgnipulate them, guide them to the
wicked path, or use those skills to advance atctist of others (Kilduff, Chiaburu and
Menges, 2010; Coté et al.,, 2011; Nozaki and KoyaXl3; Austin et al.,, 2014;
Chamorro-Premuzic and Yearsley, 2017).

Accordingly, this research aims to canvass thatimiship between emotional
intelligence and leadership, to obtain a more pmébunderstanding of both terms, to
investigate the leader's usage of EQ and to whahethe EQ plays a role in the success
of leaders. In addition, the paper looks into thekdside of the EQ the negative aspects of
emotional intelligence. Thus, the present articféere an overview of the idea of
emotional intelligence and leadership by reviewtimg most relevant previous literature.

The paper is formed as follows. Within the firsicson, we endeavor to wage an
overview of the emotional intelligence concept, itiébn, and the most influential
models. Follow this the relationship between the tencepts. Furthermore, we explore
the dark side of emotional intelligence — finalyonclusion, contribution, and possible
future research studies.

2. WHAT IS EMOTIONAL INTELLIGENCE?

The concept of emotional intelligence is one @& #ignificant theory that captivated
the attention of scientists and scholars (Mayepabio and Salovey, 1990; Goleman,
1995; Mayer and Salovey, 1997; Goleman, 1998; Ge®g00; Petrides and Furnham,
2001; Bar-On, 2004, 2006; Singh, 2006). Scientetsl researchers have presented
multiple definitions and various models of emotibimielligence since its inception. The
areas of agreement between these definitions amtelmare more than the differences;
however, a number of those definitions have beephasized on a set of abilities, while
other explanations have been stressed on a sersdmmality traits, social, and emotional
skills.

In 1920, Edward Thorndik laid the earliest seefdhis theory when he suggested that
humans possess different sorts of intelligence, afntem called “social intelligence”,
and defined it as the ability to understand anerpret one's own and others' emotions and
behavior so that they can function effectively unfan relations (Salovey and Mayer,
1990; Singh, 2006). Later, Howard Gardner (1988)pped the traditional concepts of
intelligence, in his booMultiple Intelligencesvhen he developed the theory of multiple
intelligence to comprises two types of personadliigience; the interpersonal (social), and
intrapersonal (emotional) intelligence, which isuelly essential to the typical type of
intelligent (Cherniss, 2001; Bar-On, 2006). Themlo8ey and Mayer (1990), who
initially coined the term of “Emotional Intelligeat to express emotional characteristics;
this was the first use of this concept, which labegan to spread among interested
scholars (Salovey and Mayer, 1990). Salovey ande¥idgfine emotional intelligence as:
“subset of social intelligence that involves theligbto monitor one's own and others'
feelings and emotions, to discriminate among thaoh t@ use this information to guide
one's thinking and actions” (Salovey and Mayer,Q)99
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Mayer and Salovey assume that every task in Kfeabundant with emotional
information, and this information must be procesteduide our thought and behavior.
Later Meyer and Salovey (1997) revised their d&éini of emotional intelligence and
divided into four abilities: Perceiving Emotion, tégrating Emotion, Understanding
Emotions, and Managing Emotions (Mayer and Salot69y7).

According to Goleman (1995), emotional intelligenis a collection of skills and
abilities that enable an individual to understamgl dr her feelings and those of others,
which are necessary for our interaction with otharsl to success in professional
communications (Goleman, 1995). While Bar-On (199d@gfines Emotional-Social
Intelligence as: “a cross-section of interrelatesbBonal and social competencies, skills
and facilitators that determine how effectively waderstand and express ourselves,
understand others and relate with them, and cople ddily demands” (Bar-On, 2006).
Bar-On refers to emotional intelligence as EmoticBacial Intelligence (ESI), as his
definition combines both psychological and soc@inpetencies. George (2000) defined
emotional intelligence as: “the ability to percefeelings through thinking, understanding
emotional knowledge and organizing emotions so thatindividual can influence the
feelings of others” (George, 2000).

Many definitions have addressed emotional inteflice in the recent period; these
definitions agreed on one or more of the following:

1. The ability to understand, harmonize, and displag’®feelings and emotions.

2. The ability to recognize, interpret, and commurécaiith other people's feelings

and emotions.

3. Employing these capabilities can help the individtma manage and control
impulses and stress, resolving interpersonal atdparsonal complexities, and
make the appropriate decisions.

Thus, an emotionally intelligent person is moréeao cope with the variations that

affect their surroundings more equipped to sucéequbrsonal relationships and to build
a social support network, compared to other (Maye., 2001).

3. EMOTIONAL INTELLIGENCE MODELS

Researchers and scholars have produced four primaodels of emotional
intelligence, each with its novel forms and instamts for measuring EQ. The models are:
the ability EQ model (Salovey and Mayer, 1990) whises a self-assessment tool called
the MSCEIT. Two mixed; models the Goleman modeltloe “competency model”
(Goleman, 1995) that uses the 360-degree asses&menional and Social Competency
Inventory (ESCI), and the Bar-on model (Bar-On, 2,92000) which uses the Emotional
Quotient Inventory (EQIi). The fourth model is thait model or the “trait emotional self —
efficacy” (Petrides and Furnham, 2001).

The main variation between the three models istivdrethe model focuses on a set of
mental abilities or a set of personality traits.eTability model focuses on emotions
themselves, while the EQ mixed model focuses oh leototions and personality traits
as one (Mayer, Caruso and Salovey, 2000). In ctmtdbe trait model focuses on
self-perceptions personality traits (Petrides, 2010
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3.1. The ability model

The ability model of emotional intelligence indiea that emotions provide the person
with relevant information; the person will procakg information, then benefit from it,
and finally respond to them to cope with the probler the tense situation more
intelligently. Being aware of emotions makes ounking smarter (Mayer et al., 2001;
Mayer, Salovey and Caruso, 2004).

Mayer and Salovey conceptualized a four branch ahdéd apprehend emotional
intelligence as a cognitive ability; it presentsiféevels through which a person becomes
emotionally intelligent (Mayer and Salovey, 1997).

The ability four-branch model compriseérceiving emotionghe person's ability to
utilize his or her emotions or the emotions of esh&nd combine these emotions into the
thinking process to facilitate the performance afious tasksUsing emotionsrefers to
a person ability to utilize his or her emotiongtoe emotions of others and combine these
emotions into the thinking process to facilitate thsk.Understanding emotionsvhich is
the ability to understand emotional language arehtifly complicated relationships
among emotions, and the readiness to classify emstito determine their causes and
outcomesManaging emotionghe ability to compose compelling strategiesrf@naging
one's own and others' emotions to help in achiettiegdesired result, rather than being
affected by it in unpredictable ways (Mayer, Sajoemd Caruso, 2004; Mayer, Caruso
and Salovey, 2016). In 2016, Mayer, Caruso, andvegl updated the ability model; by
introducing more significant areas of problem-sadvto the ability model (Mayer, Caruso
and Salovey, 2016)

Mayer et al. (1990), distinguished between théitgbnodel and other models (mixed
model), that these alternatives models combine de wariety of non-ability and traits
variables, as opposed to the ability, model, whiaduses on actual abilities, perceiving,
using, understanding, and managing emotions (M&emso and Salovey, 1999).

3.2. Goldman's Competency Model

Daniel Goleman, a psychologist, and journalispwn best for his work on emotional
intelligence. Goleman was the first to use thearotf emotional intelligence to business
through his article (1998) in Harvard businesseavi“What makes a leader?” (Gayathri
and Meenakshi, 2013).

Goleman's (1998) model of emotional intelligenadlines four branches. Each branch
composes a variety of extensive competencies ailid glat boost performance: the first
two dimensionsself-awarenessandself-managemertescribed as personal Competence.
Social awarenessand relationship managementlescribed as social competencies.
According to Goleman, these competencies are ldaahdities that emerged from the
fundamentals (Goleman, 1998).

The four-branch model compriseélf-awarenesswhich is the ability to know what
we are feeling, why we think this way, and how weaat to those feelingsSelf-
managementeflects the ability to manage our distressing #ong and impulses in
practical waysSocial awareneseefers to the ability to know, understand, angpoesl to
other people's feelingRelationship managementhich means the ability to combine the
first three branches to influence, inspire, anthamage conflict (Goleman, 1998, 2002).

The Goleman model differs from Salovey and Mayaredel of emotional
intelligence is that he added several personaligracteristics like Leadership, Colla-
boration, and Conscientiousness (Gayathri and Mestma2013).
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3.3. Bar-On's Emotional Social Intelligence model

Bar-On introduced the first self-report measure E) the Emotional Quotient
Inventory' (EQ-i), which attempts to estimate emotional intelligen&ar(On, 2006;
Singh, 2006). Bar-On refers to EQ as the “Emotidatial Intelligence” (ESI), where it
combines emotional and social competencies. Theemodtlines five key elements:
intrapersona) interpersonal adaptability, stress managemenand general mood each
one of these elements contains several skills amtipetencies. These skills and
competencies focus on the potential for success(Ba2004).

Bar-On recognizes emotional intelligence as fiven-oognitive competencies:
Interpersonal(covering Empathy, Social Responsibility, and dpe&gsonal Relationship);
Stress Managemenfcovering Stress Tolerance and Impulse Contréljlaptability
(covering Reality-Testing, Flexibility, and Proble®olving); and General Mood
(covering Optimism and Happiness) (Bar-On, 2006).

The distinction between the two models (Bar-On &udeman), is that the Bar-On
model includes stress management and general meoeets (Gayathri and Meenakshi,
2013).

3.4. The Trait model

The trait EI model or “trait emotional self — efficy”, was developed by Petrides and
Furnham (2000, 2001), as a type of measurementdifines the constitution of the
model (Petrides and Furnham, 2000, 20@Ecording to Petrides and Furnham (2003),
the Trait EI model" refers to a constellation of atimn-related self-perceptions and
dispositions, assessed through self-report "(Retrachd Furnham, 2003).

Petrides and Furnham proposed a conceptual cobigaseen the ability model and
the trait model of emotional intelligence. The icat foundation for this distinction
between the two models is that the trait model lve® emotion related to self-perceptions
personality traits like “optimism”, measured thrbugstablished self-report measures. In
contacts, the ability model focuses on emotionteelato mental ability like “Using
emotions” (cognitive ability), measured through maxm performance tests that have
shown to be resistant to scientific standards {@Retrand Furnham, 2000, 2001, 2003).

Petrides views the Trait model as a construct asap of four significant scales:
Emotionality represent the self-efficacy in perception ancbriptetation of emotions.
Sociability represent the self-efficacy in interpersonal ria¢éions, management, and
regulation of others' emotion#/ell-being outline traits linked to personality dispositions
Self-contro] consisting of self-efficacy in feeling, and imgealregulation (Kaliska and
Kalisky, 2016; Petrides and Mavroveli, 2018).

Based on what has displayed above, we can statehotional intelligence consists
of a set of emotional and social skills. That pdea the individual with the ability to
understand self and others' emotions, which prokiidewith the aptitude to involve and
interact with others and enable him to succeedhenpersonal, professional, and social
level.

One of the most influential criticisms faces thedry of emotional intelligence is the
multiplicity of methods and approaches that exptaim EQ; there is not only one model
that the researchers rely upon when studying thisnpmenon, besides, the lack of
agreement among researchers on the definition ofienal intelligence (Emmerling and
Goleman, 2003).
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4. EMOTIONAL INTELLIGENCE AND LEADERSHIP

Leadership is one of the most used concepts ichwiaimotional intelligence has been
correlated with (Higgs and Aitken, 2003; Kerr et, &006). In the domain of EQ and
leadership, Daniel Goleman, consider as a pioneethis field. He questioned the
supremacy of intelligence quotient (1Q), throughpa@xding the awareness of EQ
importance as a component in leadership and orgtmiz success (Goleman, Boyatzis
and McKee, 2002).

Golman (1995) suggested that EQ plays an indigi@srole in the success of
a person in the work environment, job performarare] leadership (Goleman, 1995).
Goleman et al. (2002) used the idiom “primal leatlg”, which indicates leading by
emotion, the best leader is who can assist othaulpén reaching and staying in the most
desirable emotional mood (Goleman, Boyatzis and &£K2002). According to Goleman
et al. (2002), several studies have shown thatlebder's feelings and emotions are
contagious to the other in the group. If the leadein an “upbeat” mood, people will
catch that mood, become more confident about #iglity and skill to perform, creativity
improves, and decision-making improves. In congadt the leader in a “downbeat”
mood, people will catch that mood, and performagmes down (Goleman, Boyatzis and
McKee, 2002).

George (2000) suggested that EQ plays an esseoligaln leadership effectiveness.
George explains that EQ heightens the leader'#yabil solve, organize, and approach
issues and opportunities that challenge them, tfodiowers, and their organization.
Specifically, George suggests that leaders higheomtional intelligence are more
effective in influencing and understanding theitdavers' emotions, thereby gaining their
support and responsiveness toward the organizagmals and objectives (George, 2000).
Caruso et al. (2001) have also discussed the apkdtip between EQ and leadership
effectiveness. The authors used the four brancheimide ability model), developed by
Mayer and Salovey (1997), to ground the EQ rolexpediting the work of an effective
leader. For example, understandiegiotions provide the leader with the ability to
recognize the relationship between complicatedirfgsl Also, this ability offers the
leader information on why people behave like tManagingemotions, allows the leader
to control his emotions and feelings, such as strsar, and joy (Caruso, Mayer and
Salovey, 2001).

Gardner and Stough (2002), in their study, ingeséd the relationship between EQ
and the leadership style (transformational, trathsaal, and laissez-faire). They surveyed
110 high- level managers. The study found a cleanection between transformational
leadership and overall emotional intelligence, whiho correlation found between
emotional intelligence and transactional and a tegaelationship between laissez-faire
leadership and emotional intelligence has beenrmdalg Gardner and Stough, 2002).

Wong and Law (2002), in their article, developedompact EQ measure that can be
applied in management and leadership researchegld3ethey investigated the effects of
EQ of the leader and follower on performance arisfsation. The study found that the
emotional intelligence of the leaders influencambairsement and extra-role behavior of
the followers. Nevertheless, the study reportedcaonection between the EQ of the
leaders and the subordinate job performance, wiileemotional intelligence of followers
affects both job performance and satisfaction (Wamgd Law, 2002).
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In a different study, Rego et al. (2007) invedtgiathe correlation between leader EQ
and employee creativity. The study sample consisfeti38 top and middle managers,
from 66 various businesses running in the EU. Ttmogatory study reached remarkable
results, the most prominent of which is that thedkr EQ explain significant variance in
creativity dimensions. The research revealed thmattionally intelligent leaders operate in
ways that inspire creativity among their follow¢Rego et al., 2007). Likewise, Castro et
al. (2012) conducted a study to investigate theneotion between emotional intelligence
and employee's creativity. The study sample cabief 7 leaders and 66 followers from
the most significant healthcare organization ojyegain the Iberian Peninsula. The study
reached several results; the most important of rémults were; finding a positive
relationship between the EQ of managers and tteticity of the employees. Also, they
found a connection between creativity and emotiantdlligence outlined in the self-
-encouragement and understanding of their own emst{Castro, Gomes and de Sousa,
2012).

Furthermore, Bratton et al. (2011), examines ttilménce of elements of EQ, on the
self-other agreement and leadership performance. §hdy sample consists of 146
managers and 1,314 subordinates working in a liatgenational technology company in
North America. The study reached some resultsrtbst distinguish result of which is
that the relationship between EQ and leader pedoom is most reliable for managers
who underestimate their leadership abilities. Meegp it seems to be a negative
correlation between EQ and leader performance foragers who exaggerate their leader
capabilities (Bratton et al., 2011). Finally, R@setnd Ciarrochi (2005) examined the
relationship between emotional intelligence andiéeship effectiveness, among a sample
of 41 senior managers. The study used the Abilitseld measure (MSCEIT) to evaluate
EQ, and an objective measure of performance argDaa8sessment to assess leadership
effectiveness. The study reported that higher EQresc were correlated with more
leadership effectiveness (Rosete and Ciarrochi5R@lakitan (2014) also examined the
influence of emotional intelligence on the leadgré&rceived effectiveness. The study
administered on a purposeful sample of 232 respgadeom an organization in Lagos
city. The most significant findings of the reseaveére that leadership is a critical factor
in the success or failure of an organization. Thelys reported a positive relationship
between EQ and perceived leadership effectiveneg®atcomes. Furthermore, the study
implies that leaders who use EQ to establish welk-belationships also do well in their
jobs (Olakitan, 2014).

All'in all, these studies demonstrate luculenteuice of the advantages of higher EQ
to leadership efficiency. Developing EQ skills amdeaders could have a significant
influence on performance, decision-making, emplogegport, and relationships within
the organization.

5. THE DARK SIDE OF EMOTIONAL INTELLIGENCE

In contrast, to the scrutinize view of EQ as dédinclout in work, health, and
relationships. (Goleman, 1995, 1998; George, 2@0uso, Mayer and Salovey, 2001;
Cherniss, 2001; Gardner and Stough, 2002; GolerBawyatzis and McKee, 2002).
Researchers have neglected the possibility that&Ghave a dark side. Simultaneously,
a growing number of researchers are debating abeupotential that people who have
high EQ can employ their abilities in more malighand dishonest ways, to meet their
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interests, even at the expense of others (Cotd.,eR@l1; Austin et al., 2014). For
example, Kilduff et al. (2010) suggested that peapith high EQ — in case of limited
resources in an organization — are likely to usarthigh EQ to promote their best
interests or even to manipulate others for strategitcomes. Kilduff et al. (2010)
hypothesized four dark-side approaches based dovEaand Mayer) four branches'
ability model, which can be used by high EQ peopler example, disguising and
expressing emotions for personal gain, here, selee@h frame his self-interests action or
goal as indifferent action (Kilduff, Chiaburu andekbes, 2010). Likewise, Nozaki and
Koyasu (2013), in their empirical study, investeghthow trait EQ linked to interacting
with ostracized others who try reprisal. They fotinat people with high interpersonal EQ
try to manage others' emotions based on their avatsgNozaki and Koyasu, 2018y
the same token, Nagler et al. (2014) investigdted¢lationship between socio-emaotional
intelligence (SEI) — consist of social intelligenamotional intelligence, and various
ability and traits- and the Dark Triad (narcissidvachiavellianism, and psychopathy)
that would predict emotional manipulation. The st@ound that the dark triad narcissism
could expedite the use of EQ skills to manipulatieeo people's emotions. However,
a mixed association with psychopathy and negatitie Machiavellianism and EQ. Also,
the study posits that EQ skills and ability canused for wicked intentions (Nagler et al.,
2014). Adam Grant (2014), in his essay for Bilantic, “The Dark Side of Emotional
Intelligence” explained that the person who coulderstand people's emotions could use
it for evil or ethical purposes. He provides anrapée of the dark EQ in his article about
“one of the most influential leaders who spent gesiudying the emotional effects of his
body language. Practicing his hand gestures antyzing images of his movements
allowed him to become' a spellbinding public speakelis name was Adolf Hitler”.
Through this ability to display emotions, he waseatio fascinate his followers so much
that they stopped thinking and just responded. Ating to Grant, a person can utilize his
social abilities and their high emotional intellige to dominate the feelings of others,
manipulate them, guide them to the wrong path, s& these skills to advance at the
expense of others (Adam, 2014).

Similarly, Davis and Nichols (2016), in their até, present a survey of EQ literature
to examine whether the trait and ability EQ modwmistribute to adverse intrapersonal
(e.g., Stress reaction) and interpersonal (emotional manipulation) outcomes. The
study found adverse outcomes across multiple ctsmtdacademic, health, and
professional life). However, these results wererewd and frequently connected to the
personality traits of the person (Davis and Nichg®16). Uniquely, Chamorro-Premuzic
et al. (2017), in their article “The Downsides dafiBg very Emotionally Intelligent”, they
discuss several drawbacks of having high emotiantdlligence. According to the
authors, various EQ traits are associated withweeddevel of creativity and innovation at
work. Creativity has long been attached with attiéis that describe low emotional
intelligence, such as artistic temperament, incdibihty, aggressive impulse. Also,
people who allow their feelings and emotions toeifgre with their judgments
substantially will not be able to deliver or reaeinegative feedback for concerns of
hurting the feelings of others. The researchers atikled that the shady side of emotional
intelligence could assist individuals with wickedds into manipulating other people's
emotions in a way that serves their agenda (Chasremuzic and Yearsley, 2017).

These theoretical and empirical studies argue dRistence of dark emotional
intelligence. EQ is like any set of skill and atyil- have two faces — can be used to
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advance oneself and others or can be directedeat fos corrupt and selfish intentions.

Also, leaders like everybody can eff a dark or peas agenda. Here the leader can utilize
his emotional skills to create a subordinate refethip with employees and gain their
support to accomplish self-centered goals. Thi®mething that must bear in mind.

6. CONCLUSION

Drawing from the present review of emotional iligeince and leadership, we can
hypothesize two scenarios of the leader's usageQofThe best scenario is that a leader
high on emotional intelligence can translate anmiaize the reactions and emotions of
the employees, and its upshot on their behaviolewkéeping these emotions under
control. Thus, he will be able to maintain the hany between the employees, energies
them, and encourage them. Besides, this will heipth build the necessary trust between
the employees. The EQ of the leader plays an eakeuit in influencing his relationship
with the employees, affecting their level of perfance, their level of motivation, and
their interaction in the work environment. Havingigh EQ will help the leader to create
an interactive environment, employee commitmend, dinect each employee into a more
productive and engaging environment.

On the other hand, a leader with high EQ mighth®able to direct these skills in the
aspired way. For example, his over sensitivity topyees' emotions might make it
harder for him to make decisions that touch the leyges' feelings. Another example,
being too involved with the employee's emotionsuldomake the leader feel more
responsible for the employees' emotions, which triigrease his stress level.

The worst scenario, a leader with exalted EQizesl his emotional skills for immoral
conduct or morals that pour in his advisable irderdhe leader, in this case, can
manipulate his employee's emotions to do certairgghsuch as doing unethical practice
in his favor. However, the researcher believes ttatuse of emotional intelligence skills
in evil or functional purposes depends on the draihd characteristics of the person
himself (dark personality), not on the assumptitat he has a high emotional intelligence
or not.

The current paper value stems from exploring amdiging an understanding of the
relationship between EQ and leadership from a quuoeé point of view. The paper also
presents a thorough examination of the most promin®dels of EQ (ability, mixed and
traits models), and the differences between theselefs. Additionally, the study
highlighted what is known as thdark side'of EQ and its potential adverse effects on
leadership.

Based on the current examination, distinct ardagrospective research have been
identified. Various researchers have emphasizedntpertance of EQ in leadership, but
these researchers did not address what consideseitadble level of EQ for selecting
effective leaders the leader. Furthermore, invasitig in the area of the dark side of EQ
should be done, such as how the shady side of Efj)fents, or why some leaders with
high EQ may decide to use it in adverse ways. Bindhroughout the research, the
researcher developed an interest in investigatingelationship between the dark side of
EQ and job burnout where the majority of studiaesiigated the role of EQ in buffering
the negative effect of job burnout and stress ((dérida-Lépez, Extremera, 2017;
Szczygiel Mikolajczak, 2018)) while non-investigatine EQ as a source of burnout.
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